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Executive Summary

Pursuant to Education Code 66903 1 (AB 605,
Hughes, 1985) and its predecessor (AB 105, Hughes,
1977), the Commission reports biennially on “the
representation and utilization of ethnmie minorities
and women among academie, admimstrative, and
other employees” in Califorma public postsecondary
education This report is the fifth in the series that
began in 1979, and it provides information on the
gender, ethnie, and racial composition of faculty and
staff in the California State Unmiversity, the Univer-
sity of California, and the California Community
Colleges through the 1987-88 academic year

The report 18 organized into four parts

¢ Part One contains the Commission’s comments on
the diversification of faculty and staff over the
past decade

® Part Two reproduces the California State Univer-
sity’s report on developments over the past two
years

e Part Three consists of the University of Califor-
nia’s report

e And Part Four contains the Chancellor’s Office
report for the California Community Colleges

In Part One, the Commission explains the impor-
tance of diversifying the faculty and staff, analyzes
trends in diversification, lists six major findings
about these trends (pp 25-26), offers two major
recommendations about future reports in this series
(p 26), and offers a prospectus for a study of faculty
diversification (pp 27-30),

The Commission adopted this report at its meeting
on September 19, 1988, on recommendation of its
Policy Evaluation Committee Additional copies of
the report may be obtained from the Library of the
Commission at (916) 322-8031 Questions about the
substance of the report may be directed to Penny
Edgert of the Commigsion staff at (316) 322-8028
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PART ONE

Report of the California
Postsecondary Education Commission



1 Background on the Commission’s Report

Context of the report

Why 158 the composition of the faculty and staff in
postsecondary education a policy concern 1n Califor-
nia?

The basic reason is that each year the racial-ethnic
composition of Califormia’s population becomes 1in-
creasingly more heterogeneous According to the
Population Research Unit of the Department of Fi-
nance, in 1977, 69 3 percent of the residents of Cali-
fornia were Caucasian, a decade later, that percent-
age had diminished to 60.3 By the turn of the cen-
tury, if current estimates are confirmed, members of
no single racial-ethnic group will constitute a ma-
Jority of Californians

Correspondingly, the compogition of the student
bodies of California’s public colleges and universi-
ties 13 becoming more diverse Over the last decade,
as 1llustrated in Display 1 on pages 2-3, the number
and percentage of Asian and Hispanic students have
increased in each of the three segments In 1977,
these groups of students accounted for 16 percent of
the public postsecondary student population in the
State, in 1987, they comprised 26 percent Although
the number and percentage of Black students has
declined overall, this diminution is attributed pri-
marily to the decrease in the enrollment of Black
students 1n the Community Colleges In terms of
changes in gender composition, women comprised
51 8 percent of the college student population in
1977, compared to almost 56 percent 1n 1987

Within this larger context, the three public post-
secondary systems are anticipating massive faculty
retirements by the year 2000 According to system-
wide estimates, over 34,000 new postsecondary fac-
ulty, or nearly 84 percent of the current full-time
professoriate, will be needed by the systems by the
turn of the century The University projects hiring
6,000 new faculty, the State University, 8,000, and
the Community Colleges, over 18,000, including
both full and part time

Given these two interrelated trends, the extent to
which systemic efforts to diversify the faculty and

staff of postsecondary education 1n California are
successful is critical to the welfare of the State The
unportance of the professoriate in postsecondary ed-
ucation 18 evident from the following observations

¢ The faculty develops the curricuium and decides
upon the nature of the knowledge to which studenis
are exposed The responsibility for curriculum de-
velopment places the faculty tn a key position to
determine for students the relative unportance of
ideas, people, and cultures

s The facully teaches the curriculum Teaching be-
comes the act of transmitting knowledge judged to
be significant and the eritical skills needed to
comprehend this knowledge base

e The faculty serves as the embodiment of the aca-
dermuc career The extent to which professors are
perceived positively by students may influence
the decision of students to pursue careers in the
academy

e Faculty members are authorily figures In this re-
gard, the professoriate provides a picture for stu-
denta of the types of individuals respected and ad-
mired in the society Furthermore, professors are
the primary source of encouragement and support,
in assisting students to pursue and advance 1n
academic careers

The staff of postsecondary education are, likewise,
crucial to the educational process

o The staff develops the system ito administer and
manage the institution The responsibility for cre-
ating an efficient and effective system places the
staff in a key position to influence the progress of
students in the institution

o The staff teaches students the procedures operative
in the instilution ‘The extent to which students
learn to understand and negotiate the institution
from the staff influences the quality of their edu-
cational experience

¢ The staff develops and tmplemenis the programs
and services that affect both the academuic and non-



DISPLAY 1 Number of Undergraduate and Graduate Students Reporting Theur Rac:ﬁl-E_thmc
Fall 1977 and Fall 1987

1977

Percent of
Segmant Number Category

Califorma
Community Colleges

American Indian 8,498

Agian 31,868
Black 54,175
Hispanic 61,080
White 369,133
Total 524,754

The California
State University

American Indian 1,369

Asian 8,163
Black 6,352
Hispanic 8,928
White 80,326
Total 105,138
University of California
American [ndian 310
Asian 6,035
Black 2,081
Hispame 3,491
White 46,525
Total 58,442
Total
American Indian 10,177
Asian 46,066
Black 62,608
Hispanic 73,499
White 495,984
Total 688,334

1 8%
61
103
116
703
1000

13
78
60
85
76 4
160 0

0.5
103
36
60
796
100 0

15
67
91
107
T21
1000

Men

1987

6,638
64,394
35,362
77,549

304,648
488,591

1,496
22,340
6,841
14,700
94,596
140,473

486
14,205
2,614
6,089
48,635
71,929

8,620
101,438
44,817
98,338
447,779
700,992

Percent of
Category

13%
132
72
15.9
624
1000

11
16 3
49
105
673
1000

07
1979
36
85
675
1000

12
145
64
140
639
1000

Note Due to rounding, each column may not add to exactly 100 0 percent,
Source California Postsecondary Education Commission

1977-1887

Percent

Number Change of

Change 1977 Base

-1860 -21 9%
+32,626 +1021
-18,813 -34 7
+16,469 +270
-64,485 -175
-36,163 -69
+127 +93
+14 677 +1798
+489 +T7
+5,772 +6417
+14,270 +178
+35,336 +336
+176 +568
+6,350 +1052
+533 +256
+2,598 +74 4
+2,010 +43
+13,487 +23 1
-1,5587 -153
+55,372 +1202
-17,791 -28 4
+24,839 +338
-48. 2056 -24 6
+12,658 +18

1977

Number

B,841
29,470
61,297
56,581

429,078
585,267

1,145
7,866
8,094
7,368
81,086
105,559

273
5,070
2,405
2,393

38,058
48,199

10,259
42 408
71,796
66,342
548,222
739,025

Percent
Category

-1 5%
50
105
97
733
1000

11
75
T7
70
768
1000

06
105
50
50
790
100 0

14
57
97
90
742
1000



Backgrounds by Gender and Segment of Enrollment Among California’s Public Colleges and Untversities,

Women Total
1987 1977-1987 1977 1987 1977-1987

Percent Percent

Percent of Number Change of Percent of Percent of Number Change of

Number Category Chenge 1977 Base Number Category Number  Category Change 1977 Bage

8,493 13% -348 -3 9% 17,339 16% 15,131 13% -2,208 -12 7%
65,7561 101 +36,281 +1231 61,338 55 130,145 114 +68,807 +1122
49,643 76 -11,654 -190 115,472 104 35,005 75 -30,467 -26 4
90,038 138 +33,457 +591 117,661 106 167,587 147 +49,926 +424
437,750 67 2 +8,672 +20 798,211 719 742,398 651 -55,813 -70

651,675 1000 +66,408 +113 1,110,021 1000 1,140,266 1000 +30,245 +27

1,856 11 +710 +620 2,514 12 3,351 11 +837 +333
21,177 126 +13,311 +1692 15,029 78 44017 142 +27,988 +1746
10,320 61 +2,226 +275 14,446 69 17,161 56 +2,715 +188
17,137 102 +9,769 +1326 16,296 77 31,837 103 +15,541 +864
117,986 700 +36,900 +455 161,412 766 212,682 688 +51,170 +317
168,475 1000 +62,916 +596 210,697 1000 308948 1000 +98,251 +466
541 08 +268 +982 583 65 1,027 07 +444  +762
13,189 189 +8,119 +1601 11,105 10 4 27,394 193 +16,289 +1467
3,707 53 +1,302 +541 4,486 42 6,321 45 +1,835 +409
6,231 B89 +3,838 +1604 5,884 55 12,320 87 +6,436 +1094
45986 660 +7,928 +208 345683 793 94,521 66 8 +9,938 +117
69,664 1000 +21,4556  +445 106,641 1000 141,583 1000 +34,942 +328
10,889 12 +630 +61 20,436 14 19,509 12 -927 -4 5
100,117 113 +57,711 +1361 88,472 62 201,556 127 +113,084 +1278

63,670 T2 -8,126 -113 134,404 94 108,487 68 -25,917 -193
113,406 127 +47,064 +709 139,841 98 211,744 133 +71,903 +514
601,722 676 +53,500 +98 1,044,206 732 1,049,501 66 0 +5,295 +05

889,804 1000 +160,779  +204 1,427,359 1000 1,590,797 1000 +163,438 +114



academic development of students The extent to
which the programs and services designed and
managed by the staff are responsive to the chang-
ing needs of students affects their progress
through the institution

o The siaff serves as the embodiment of careers tn an
educational environment The extent to which
staff is perceived positively may influence the de-
cisions of students to pursue careers in an aca-
demic establishment

Taken together, the faculty and staff of educational
institutions create a milieu 1n which students devel-
op intellectually, socially, culturally, and pelitically
The extent to which these milieux are hospitable,
welcoming, and supportive to students from diverse
backgrounds with a multiplicity of experiences may
influence profoundly the degree to which California
will develop economically, politically, and secially 1n
the future

In order to meet the needs of the State, both 1n terms
of absolute numbers and diversification of the pro-
fessoriate and staff, an examination of its current
situation is essential. The information in this report
provides an analytic base from which to initiate
long-range planning projects as well as a means to
develop and identify successful and efficient strate-
gies to encourage students to pursue careers in aca-
demia

Origins of the report

Pursuant to Education Code Section 66903 1 (AB
605, Hughes, 1985) and its predecessor (AB 105,
Hughes, 1977), the California Postsecondary
Education Commission reports biennially on “the
representation and utilization of ethnic minorities
and women among academic, administrative, and
other employees” in California public postsecondary
education (Appendix A, page 31) This report 1s the
fifth 1n the series that began 1n 1979 It provides
information on the gender, ethnic, and racial
composition of faculty and staff in the California
State University, the University of California, and
the California Community Colleges for the 1987-88
academic year

The legislation directing the Commission to prepare
this series of reports requests the three public sys-
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tems to provide information on the following aspects
of thus topie

e Employment, classification, and compensation of
the faculty and staff by gender, ethnic, and racial
categories,

» Patternsofutilization of groups historically under-
represented among different job categories com-
pared with the availability of qualified members
of those groups for different job categories,

o Specific results of affirmative action programs 1n
reducing the underrepresentation of specific

groups,

¢ Identification of strengths and inadequacies of
current affirmative action programs, including in-
adequacies resulting from budgetary constraints

Reports from the three systemwide offices provide
the basis for the Commission ecomments that are pre-
sented in this part of the report Parts Two, Three,
and Four of the report reproduce those documents as
submitted

Preparation of the report

Assembly Bill 605 directs the Commission to submut
1ts findings by March 1 every two years The system-
wide offices urged the Commission to request of
Assemblywoman Hughes, the author of the legisla-
tion, an extension of the March 1 reporting deadline
to June 1 The Commission agreed to do so, with the
understanding that the segments would submit their
reports to the Commission by March 1 in order to
allow a thorough analysis of their data before the
Commission forwarded their reports to the Legisla-
ture The Office of the Chancellor of the Califorma
State Umversity forwarded 1ts report on March 28
The Office of the President of the University of Cali-
formie submitted 1ts document on April 26 The
Chancellor’s Office of the California Community
Colleges transmitted its report on May 23

The Chancellor’s Office provided the requested 1in-
formation 1n the unique employment categories used
by Californ:ia’s Community Colleges In terms of fac-
ulty, these categories are {1) Regular and Contract,
and (2) Temporary and Part Time In terms of stafT,
the categories are (1) Certificated Admimstrative,



(2) Professional, (3) Classified Administrative, and
{4) Clasaified Employees

The State University and the University of Califor-
ma reported their information 1n the reporting
scheme developed by the Federal Equal Employ-
ment Opportunity Commission (EEQ) 1n its survey
form and its supplement referred to as EE0-6 A copy
of these forms is reproduced in Appendix B on pages
33-34 of this report along with the definitions em-
ployed by the federal government for the relevant
occupational sub-categories For faculty, those cate-
gories are (1) Tenured, (2) Tenure-Track, and (3)
Other Faculty Staff are categorized as (1) Execu-
tive/Administrative/Managerial, (2) Professional/-
Non-Faculty (3) Secretarial/Clerical (4) Technical/-
Paraprofessional, (5) Skilled Crafts, and (6} Other

Limitations of the report
The Commission’s report has several limitations

1 It contains a retrospective analysis of trends 1n
the diversification of faculty and staff over the
last decade within the EEO occupational cate-
gories Although these categories have been eon-
sistent since 1977, collective bargaining agree-
ments reached in 1981 at the California State
University re-assigned staff whose positions were
designed as confidential to the Executive/Admin-
istrative/Managerial category As a conse-
quence, interpretations of changes between 1977
and 1987 in this category for this system is sub-
ject to influence from this reclassification

2 FEach EEO occupational category 15 expansive
Because of these large aggregations, there 13
diufficulty 1n determining and understanding the
nature of changes in mstitutional staffing pat-
terns during the last decade For example, the
"Professional/Non-Faculty” category includes stu-
dent-service professionals, accountants, coaches,
and hbrarians -- a mixture of cccupations that
appear to have little in common

3 Finally, the report analyzes progress in the diver-
sification of faculty and staff over the past de-
cade, but as it suggests on pages 25-26, further
examination iz warranted in order to provide the
basis for discussing future policy questions that
are only suggested by these data

Organization of the Commission’s comments

On pages 7-24 of this report, the Commisaion 1denti-
fies changes 1n the composition of faculty and staff of
the State University, the Umiversity, and the Com-
munity Colleges and discusses their affirmative
action programs designed to increase faculty and
gtaff diversity

On pages 25-26, the Commussion offers five findings
from these data and provides recommendations on
the future reporting of information on the staff in
postsecondary education

In the final section on pages 27-30, the Commission
presents a prospectus for a study of faculty diversifi-
cation that will analyze the factors related to divers:-
fication in 2 manner designed to expand future State
policy options in this area



Composition of the Faculty and Staff

2

THIS section of the report presents information on
the composition of the professoriate and staff of each
of the three public postsecondary segments for the
1987-88 academic year and offers comments on the
progress of each segment 1n designing and imple-
menting strategies and programs to achieve greater
diversity as the year 2000 approaches It also dis-
plays the corresponding figures for the 1977-78 year
-- the first year that the categories presently in use
were established -- in order to assess the extent to
which the composition of these systems over the last
decade has become more diverse 1n terms of ethnici-
ty, race, and gender The reports from the State Uni-
versity and the University reproduced later in this
document present information on the incremental
changes 1n the intervening years However, the pre-
dominant patterns are most clear when viewed over
the span of the entire decade, as 1llustrated here

Changes at the California State University

Over the last decade, the composition of the student
body of the California State University has become
more diverse, as shown 1n Display 1 on pages 2-3
above

¢ In 1977, less than 24 percent of the students at-
tending the State University were from American
Indian, Asian, Black, or Hispanic backgrounds,
last fall, over 31 percent were from those back-
grounds

o Although there was a numerical increase 1n each
racial-ethnic category, the growth in Asian and
Hispanic students is most noteworthy The num-
ber of Asian students attending the State Univer-
sity nearly tripled, and their proportional repre-
sentation approximately doubled While less pro-
nounced, the growth in the enrollment of students
from Hisparuc backgrounds 1snetable Their num-
ber nearly doubled during the decade, and their

in Each of the Three Segments

proportional representation reached the 10 per-
cent level

s In contrast, the proportion of students who are
from American [ndian and Black backgrounds de-
creased over the last ten years

® The presence of women students in the State Uni-
versity increased in the last decade from 501 to
54 5 percent

Progress among the faculty

Racial-ethnic composiiion While solid advances have
been fortheoming in diversifying the student body of
the State University, progress 1n changing the racial
and ethnic composition of its academic workforce has
been considerably slower Display 2 on pages 8-9 1l-
lustrates the following changes that occurred from
1977 10 1987

e In 1977, American Indian, Asan, Black, and His-
penic faculty comprised 10 8 percent of the profes-
soriate, faculty from these backgrounds accounted
for 14 2 percent of the academic workforce 1n
1987 Each of these groups increased their nu-
merical representation in the professoriate, while
Asian and Hispanic faculty enhanced their pro-
portional representation in the total academic
workforce

e Within the tenured ranks, there was an increase
1n the number and proportion of professors in each
ethnic-racial category except Caucasians, whose
proportional representation declined from 91 per-
cent to 87 3 percent over the last ten years

e Within the tenure-track category, there was an
increase of 125 positions Faculty from Asian, His-
panie¢, and Caucagian backgrounds experienced
growth 1n this rank, with the numerical and pro-
portional representation of Asians far outstrip-
ping the growth in other ethnic racial categories
The proportional representation of Black faculty
1n this category decreased by nearly one-half,



DISPLAY 2 Number and Percent of Full-Tume Faculty by Category, Gender, and Racial-

Men
1977 _ _ 1987 1977-1987 1977
Percent
QOccupational Pearcent of Percent of Number Change of Percent
Catepory Number Category Number  Category Change 1977 Base Number Category
Tenured Faculty
American Indian 20 03% 31 0 4% +11 +55 0% 3 02%
Asian 364 51 478 69 +114 +313 52 356
Black 127 18 163 23 +36 +283 45 31
Hispanie 146 20 224 32 +78 +534 27 18
Whate 6,540 909 6,056 a71 -484 -7 4 1,343 91 4
Total 7,197 100 0 6,962 1000 -245 34 1,470 1000
Tenure Track Faculty
American Indian 9 ¢8 4 04 -5 5586 3 06
Asian 69 58 163 143 +94 +1362 28 51
Black 63 53 35 31 -28 -44 4 43 88
Hispanic 58 48 62 54 +4 +69 30 61
White 998 834 874 768 -124 -12 4 386 78 8
Total 1,197 1000 1,138 1000 -59 -49 490 1000
Other Faculty
American Indian 7 07T 1 01 -6 857 5 12
Asian 52 52 69 95 +17 +327 10 23
Black 35 35 19 26 -16 -45 7 11 26
Hispanic 48 48 32 44 -16 -333 20 47
White 855 858 605 333 -250 -292 382 893
Total 997 1000 T26 1000 -271 -27 2 428 1000
Total Faculty
American Indian 36 04 36 04 0 00 11 05
Asian 485 52 7106 81 +225 +46 4 90 38
Black 226 24 217 25 -8 -36 99 41
Hizpenic 262 27 318 36 +66 +262 71 32
White 8,393 3914 7,535 855 -858 -102 2,111 384
Total 9,391 1000 8,816 100 0 -575 61 2,388 1000

Note Due to rounding, each column may net add to exectly 100 0 percent
Source Calfornia Postsecondary Education Commission



ak

Ethnic Background at the California State Unwersity, Fall 1977 and Fall 1987

Women Total
1987 1977-1987 1977 1987 _ 1977-1987
Percent Percent
Parcent of Number Change of Percent of Percent of Number Change of
Number Category Chenge 1977 Base Number Category Number  Category Change 1977 Base
9 05% +6 +200 0% 23 03% 40 0 5% +17 +73 9%
87 50 +35 +67 3 416 48 565 65 +149 +35 8
59 34 +14 +311 172 20 222 26 +50 +291
56 32 +29 +107 4 173 20 280 32 +107 +61 8
1,522 87.8 +179 +133 7.883 910 7,578 a3 -305 -39
1,733 100 0 +263 +179 8,667 1000 3685 1000 +18 +02
5 07 +2 +66 7 12 07 9 0% -3 -250
42 62 +14 +500 97 5.7 205 113 +108 +111 3
3 46 -12 -279 106 63 66 36 -40 =377
32 47 +2 +67 a8 52 94 52 +6 +68
564 337 +178 +46 1 1,384 820 1,438 794 +54 +39
674 1000 +184 +376 1,687 1000 1,812 1000 +125 +7.4
4 68 -1 -200 12 08 5 04 -7 -58 3
23 45 +13 1300 62 45 92 75 +30 +48 4
19 317 +8 +7217 46 32 38 31 -8 -174
20 39 0 00 68 48 52 42 -16 -235
442 870 +60 +157 1,237 B6 8 1,047 848 -190 -156 4
508 1000 +80 +18 7 1,425 1000 1,234 1000 -191 -134
18 06 ' +7 +63 6 47 04 54 05 +7 .‘tlﬁ-q?
152 52 +62 +68 9 575 49 862 73 +287 £409
109 37 +10 +101 324 28 326 28 +2 +0 &
108 37 +31 +40 3 329 28 426 36 +97 +295
2,528 867 +417  +198 10,504 ": BgR 10,083 858 441 . 42
2,915 1000 +827 +221 11,779 1000 11,731 1000 S 4 4



from 6 3 percent to 3 6 percent during this time
period

¢ While there was an overall decrease of 191 non-
ladder faculty positions at the State Umiversity,
since 1977, both the number and proportion of
Agsians increased 1n this category

Gender composition In terms of the presence of
women among the faculty 1n the State University,
Display 2 indicates that positive changes have
occurred

s In the total academec workforce, the percentage of
women has increased from 20 3 to 24 8 percent
since 1977 The number of women 1n each ethnie-
racial group grew, with Caucasian women experi-
encing the greatest numerical growth, although
their proportional representation declined slight-
ly among women faculty

e Women occupied 17 percent of the tenured profes-
sorships in 1977 and 20 percent in 1987 The
number of women in each racial-ethme category
increased, with the number of Caucasian women
growing most dramatically However, the propor-
tional representation among women professors of
Caucasians declined from 91 4 percent to 87 8
over the last decade

s In the tenure-track rank, the proportional rep-
resentation of women grew from 29 percent to
37 2 percent since 1977 The number of women 1n
all racial-ethnic categories, with the exception of
Black females, increased

s The proportion of women in the non-ladder ranks
grew from 30 percent to 41 2 percent over the last
ten years, with Asian, Black, and Caucasian wom-
en sharing in this growth pattern While Cauca-
sian women experienced the largest numerical
increase, theiwr proportional representation de-
clined

Progress among the siaff

Racial-ethnic composition The staff of the State
University has diversified ethnically and racially
over the last decade, a3 demonstrated 1n Display 3 on
pages 12-13

e [n 1977, nearly 26 percent of the total stail work-
force was from American Indian, Asian, Black, or
Hisparuice backgrounds, compared to 31 5 percent

10

in 1987 All racial-ethnie groups except Cauca-
sians expertenced growth 1n their numerical
representation over the last decade, with the
largest increases in the number and proportion of
Asian and Hispame staff members

¢ For the Executive/Administrative/Managerial
classification, stafl 1n all racial-ethnic categories
increased their numerical representation in the
workforee, although this change 18 accounted for,
to some extent, by the reclassification of positions
carrying the confident:al designation to this cate-
gory in 1981 While the number of Caucasian
staff 1n this category showed the most growth, the
proportional representation of American Indian,
Asian, Black, and Hispanic staff each more than
doubled As a consequence, these groups together
increased their representation from 8 5 percent in
1977 to 20 6 percent in 1987

s In the Professional/Non-Faculty category, the
trend noted above, although less striking, was
repeated Each racial-ethnic category numerical-
ly increased, proportionally, the combined pres-
ence of American Indian, Asian, Black, and His-
panic staff accounted for 26 7 percent of the clas-
sification 1n contrast to 20 1 percent n 1977

¢ In the Secretarial/Clerical category, substantive
numerical gains were noted only for Hispanie
staff However, because of the dramatic decline 1n
the number of Caucasian staff in this classifica-
tion, American Indian, Asian, and Black staff evi-
denced a proportional increase

¢ In the Technical/Paraprofessional classification,
gll racial-ethnic groups increased their numbers
and only the proportional representation of Cau-
casians declined

Gender composition Lnsplay 3 provides evidence
that progress has been achieved with regard to
greater representation of women 1in the staff work-
force of the State University

e The proportion of women 1n the total staff work-
foree increased from 53 2 to 56 3 percent since
1977, with the number of women in every racial-
ethnic category increasing Only Caucasian wom-
en declined in proportional representation in the
total staff workforce

* There has been a dramatic growth 1n the number
and proportion of women 1n the Executive/Ad-



mimstrative/Managerial classification, which 1s
atiributable, 1n large measure, to the reclassifi-
cation discussed above In 1977, less than 8 per-
cent of staff in this classification were women,
compared to 34 5 percent in 1987 While Cauce-
sian women experienced the largest numerical
growth, the comparative growth in the number of
American Indian, Asian, Black, and Hispanic
women 18 striking In 1977, only seven women
from these racial-ethnic categories were in this
classification, by 1987, there were 178 of these
women in the Executive classification

¢ The trend noted above, albeit less pronounced, is
noted in the Professional/Non-Faculty classifica-
tion The proportion of women 1n this classifica-
tion grew from 42 3 to 55 7 percent, with women
1n each racial-ethnic category inereasing in num-
ber Asian and Hispanic women improved their
representation among women 1n this category,
while the opposite was true for Black women

o In the remaining classifications, women increased
their proportional representation In the Secre-
tarial/Clerical category, the proportion of women
mcreased from 91.7 to 93 7, 1n the Technical/Para-
professional category, the percentage of women
grew from 45 8 to 54 2, and, for the "Other Staff”
category, the proportion of women expanded from
15 to 19 percent In each classification, the pro-
portion of Caucasian women decreased and the
percentage of Asian and Hispanic women grew to
the greatest extent

Status of programs to dwersify the facully

Utilizing institutional and State resources, the State
University has developed and implemented two pro-
grams designed to attract, retain, and promote 1ndi-
viduals from groups underrepresented on postsec-
ondary faculties

¢ Forgwable Loan/Doctoral Incentive Programs Be-
gun 1n 1987, 60 students are participating in this
program that identifies students in doctoral pro-
grams to recewve loans in the amount of up to

$10,000 per year for three years to facilitate com-
pletion of their dissertations Upon receiving the
doctorate, 20 percent of the loan 1s forgiven each
year 1if the recipient becomes a faculty member at
the State University

e Affirmatwe Action Facullty Development Program
This program provides resources for research, pub-
lications, and release time to junier faculty 1n or-
der to facilitate their retention and promotion
During the past ten years, over 1,600 awards have
been provided through this program, and 80 per-
cent of the participants have remained facuity
members at the State University

Status of programs to diversify the staff

The State University has mnitiated two programs to
wncrease the number of staff from underrepresented
backgrounds who are retained and promoted 1n the
system

o Administrative Fellows Program Since 1978, ten
faculty and staff members per year who have in-
dicated an interest in pursuing an administrative
career were invited to participate 1n this program
Among the program activities are the develop-
ment of mentorships with seruer administrators
and participation 1n administrative training
workshops Of the past participants, 62 percent
have been promoted within the administrative
ranks

o Disabled Employees Assistive Device Program  De-
signed to encourage the employment, retention,
and promotion of disabled faculty and staff, this
program provides special equipment and assis-
tance services to meet the unique needs of disa-
bled people Approximately 200 faculty and staff
each year receive services through this program
that enables them to participate more fully in the
academy

1



DISPLAY 3 Number and Percent of Full-Time Staff by Category, Gender, and Racual-

Men
1977 1987 1977 1987 1977
Parcent
Occupational Percent of Parcent of Number Change of Percent
Category Number Catsgory Number Category Change 1977 Base Number Category
Executive/Administrative/Managerial
American Indian 0 0 0% 5 03% +5 n/a 0 00%
Agian 8 18 59 39 +51 +637 5% 1 26
Black 14 32 137 90 +123 +BTB 6 5 132
Hispanic 12 217 104 68 +92  +766 7 1 26
White 408 92 3 1,222 800 +B14 +1995 31 816
Total 442 1000 1,527 1000 +1,085 +2455 38 1000
Professional/Non-Faculty
American Indian 16 11 12 08 -4 -250 6 05
Agian 63 41 111 77 +43 +76 2 68 61
Black 116 76 131 90 +15 +129 99 88
Hispanic 113 74 142 98 +29 +25.7 51 45
White 1,215 T9 8 1,052 727 -163 -13 4 897 800
Total 1,523 1000 1,448 1000 -5 49 1,121 1000
Secretarial/Clerical
American Indian 8 18 3 10 -5 -625 24 05
Asian 27 59 a2 119 +5 +185 302 60
Black 63 138 42 156 -21 -333 392 T8
Hispanic 47 16 3 a9 145 -8 -170 505 101
White 310 681 153 569 -157 506 3,794 756
Total 455 1000 269 1000 -186 -40 9 5017 1000
Technical/Paraprofessional
American Indian 5 04 10 08 +5 +1000 4 04
Asian 63 51 119 90 +56 +839 67 64
Black 61 50 83 63 +22 +361 55 53
Hispanic 68 55 107 81 +39 +674 43 41
Whate 1,034 B840 1,005 759 -29 -28 871 338
Total 1,231 1000 1,324 1000 +93 +76 1,040 1000
Other Staif
American Indian 4 11 30 14 -4 -118 8 11
Asian 222 70 214 96 -8 -36 28 46
Black 509 160 352 158 -157 -308 165 294
Hispanic 492 155 480 216 -12 24 57 102
White 1,924 60 5 1,145 516 779 374 307 547
Total 3,181 1000 2,221 100 0 -960 -302 561 1000
Total Staff
American Indian 63 09 60 09 -3 -4 8 40 05
Asian 383 56 535 79 +152 +397 464 60
Black 763 112 745 110 -18 24 716 92
Hispanic 732 107 872 12 8 +140 +191 657 84
White 4,891 716 4,577 67 4 -314 64 5,900 759
Total 6,832 1000 8,789 100 0 -43 -06 7,777 1000

Note Due to rounding, each column may not add to exactly 100 0 percent,
Source Califorma Postsecondary Education Commission
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Ethnic Background at the California State University, Fall 1977 and Fall 1987

Women

1987

Percent of
Category

10%
63
91
53
782
1000

1§
93
T8
87
737
1000

07
73
95
143
68.2
1000

10
88
88
97
717
1000

04
77
29 3
193
433
1000

08
79
10.1
118
69 4
100.0

1977-1987
Percent
Number Change of
Change 1977 Base
+9 n/a
+50 +5000 0%
+68 +13800
+42 +42000
+599 +19323
+768 +20210
+8 +1333
+101 +148 5
+39 +394
+107 +209 8
+448 +49 9
+703 +6217
+5 +208
-7 23
-10 26
+71 +141
-1,050 2717
-991 -198
+12 +300 ¢
+71 +104 4
+82 +1491
+109 +253 56
+251 +28 8
+525 +505
-4 -86 7
+14 +53 8
-12 -3
+44 +772
-31 -26 4
-39 10
+30 +750
+229 +49 4
+167 +23 2
+373 +56 8
+167 +28
+966 +124

1977

Percent of
Number Category

0

9
19
13
439
430

22
131
215
164

2,112
2,644

32
329
455
552

4,104
5,472

130
118
111

1,905

2,271

40
248
674
549

2,231
3,742

103
847
1,479
1,389
10,791
14,609

00%

19
40
27
915
1000

08
50
81
62
799
100 0

06
60
8.3
101
750
1000

04
57
51
49
83.9
1000

11
66
180
147
3986
100 0

07
58
101
95
739
1000

Total

1987

Number

14
110
210
147

1852
2,333

26
280
269
300

2,397
3,272

32
327
424
615

2,897
4,295

26
257
220
259

2,127
2,889

32
254
305
981

1,371
2,743

130
1,228
1,628
1,802

10,644
15,5632

Percent of
Category

06%

47
g0
63
79 4
1000

08
86
82
92
733
1600

07
76
99
143
673
1000

09
89
76
90
736
1000

12
93
13 4
212
500
1000

08
79
105
122
685
1000

1977-1987

Parcent

Number Change of

Change

+14
+101
+191
+134
+1,413
+1,853

+4
+149
+54
+136
+285
+628

-2

-31
+63
-1,207
-1,177

+17
+127
+104
+148
+222
+618

+6
-169
+ 32
-360
-999

+27
+381
+149
+513
-147
+923

1977 Base

n/a
+1122 2%
+1005 3
+1030 8

+32189
+3860

+18 2
+113 7
+251
+829
+135
+238

-08
-68
+114
-29 4
215

+188 9
+977
+897
+1333
+117
+272

-200
+24
-251
+58
-385
-26 7

+26 2
+45 ¢
+101
+369

-14
+63
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Changes at the University of California

Over the last decade, the University of California
has made significant progress 1n diversifying 1ts stu-
dent body, particularly at the undergraduate level,
as Display 1 earlier 1llustrated

o In 1977, slightly more than 20 percent of its stu-
dents were from American Indian, Asian, Black,
or Hispanic backgrounde In the fall of 1987, ap-
proximately one-third of its students were from
these backgrounds

e The extent of diversity is evident by the increase
in the number and percentage of students from
each of these categories attending the University,
with more than a doubling of the enrollments of
Asian and Hispanic students in the system

* The percentage of women at the University has
increased in the last ten years by 4 percent to
nearly half of the student body

Progress among the faculty

Racial-ethnic composition While less significant
than the progress evidenced in diversification of the
student body, the University has made slow
advances in diversifying its faculty racially and
ethnically, as shown 1n Display 4 on pages 16-17

¢ The total academic workforce became more di-
verse in the last ten years In 1977, American
Indian, Asian, Black, end Hispanic faculty com-
prised less than 12 percent of the academic work-
force In Fall 1987, 14 4 percent of the faculty
were from these backgrounds This growth 1s ex-
clusively due to the increase in the number of
Asian and Hispanic faculty, since the number of
Black faculty declined in the last decade

¢ In the tenured ranks, while the number of Cauca-
sians increased substantially, the number and
proportion of American Indian, Asian, Black, and
Hispanic faculty also increased By 1984, these
groups comprised nearly 11 percent of the tenured
faculty category in contrast to their combined pro-
portion of 8 percent in 1977

¢ On the other hand, the tenure-track classification
showed the opposite trend While the number of
tenure-track positions at the University declined
overall since 1977, the representation of Amer:-
can Indian and Black individuals 1n this category
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suffered a disproportionate decrease The propor-
tional decline in Hispame faculty at this level was
slightly below that for the University as a whole
The representation of Asians 1n the tenure-track
categorization experienced a 72 4 percent growth
in the last ten years

¢ In the "Other Faculty” category that is comprised
of all non-ladder positions, the number of these
slots decreased overall at the University, with the
percentage of American Indian and Black instruc-
tors declining disproportionately Both Asian and
Hispanic representation in this category increas-
ed 1n the last decade

Gender composition In terms of the representation
of women on the faculty, Display 4 presents figures
indicating that the status of women has improved to
some extent at the University

¢ Overall, women now comprise 22 5 percent of the
academic workforce 1n contrast to 17 8 percent 1n
1977 Increases 1n the number of Caucasian wom-
en, and to a less extent Asian and Hispanic fe-
males, accounted for the overall progress of wom-
en

e In the ranks of tenured faculty, the number of
women 1n all raeial-ethme categories more than
doubled over the last decade, with Asian women
experiencing better than a triple-fold increase

o There was a slight decline 1n the number of ten-
ure-track positions occupred by women 1n the Umi-
versity since 1977 Most of that decline oceurred
for Caucasian women However, this decline was
substantially less than the overall reduction of
these positions resulting 1n an increased represen-
tation of women 1n this category The number of
posttions filled by Asian and Hispanic women ac-
tually increased over the decade

e The "Other Faculty” category evidenced an over-
all increase for women of 15 4 percent, with the
majority of the numerical growth in the Cau-
casian category but high proportional growth
evidenced among Asian and Hispanic women

Progress among the staff

Racial-ethnic composition The staff workforce of
the Umiversity has diversified over the last ten years
in terms of the representation of individuals from



various racial-ethnic categories, as Display 5 on
pages 18-19illustrates’

s [n 1977, 30 percent of the staff workforce was
composed of individuals from American Indian,
Asian, Black, and Hispanic backgrounds Ten
years later, over 34 percent of the staff were from
those backgrounds While the number of individ-
uals from each racial-ethnic category grew, with
Caucasians experiencing the greatest numerical
increase of 5,160, proportionally the representa-
tion of Caucasians declined over the last decade
The proportion of staff who were Asian and
Hispanic increased the most

e Changes in the staff categories of Executive/Ad-
ministrative/Managerial and Professional/Non-
Faculty are consistent with most of the overall
steff trends in which the representation of indi-
viduals 1n the workforce from American Indian,
Asian, Black, and Hispanic backgrounds in-
creased numerically and proportionally Propor-
tional growth was most striking in the Asian and
Hispanie staff workforce

o The number and proportion of American Indian,
Asian, Black, and Hispanic individuals 1n the Sec-
retarial/Clerical classification grew since 1977,
with the Asian and Hispanic categories exper:-
encing the largest proportional increase and Cau-
casian representation declining

¢ In terms of all other staff classifications, Cauca-
sians continued to be the numerical majority, al-
though their proportional representation declined
over the last decade Proportionally, a similar
trend was evidenced among Black staff Asian
and Hispanic staff increased in their numerical
and proportional representation in this classifica-
tion as well

Gendercomposition Display 5 provides evidence that
progress toward greater representation of women on
the staff 18 occurring in the University

s The number of women 1n the staff workforce in-
creased by 7,691 in the last decade, while their
percentage grew by 1 5 percent to 65 7

¢ There were 771 more women in the Executive/-
Administrative/Managerial classification 1n 1987,
than in 1977, which represents growth from 28 6
percent to over 46 percent While the numerical
growth was greatest among Caucasian women,

each racial-ethnic category evidenced an increase
-- resulting 1n a proportionally more diverse mix
of top women admunistrators

s A similar trend was observed within the Profes-
sional/Non-Faculty classification, with the propor-
tion of women inereasing from 64 3 to 69 3 percent
1n the last decade Caucasian women increased
their numbers substantally, although all ethme
categories of women experienced growth As a
consequence, increasingly more diversity was ob-
served among women 1n this category in 1987
than in 1977

s More even division among men and women was
evident in the Secretarial/Clerical classification
in 1987 than 1n 1977 The proportion of women
declined from 86 5 to 83 6 percent, although the
number of females increased by 1,885 in compari-
son to 944 for men There was a numerical and
proportional increase among all categories of men
and women, except Caucasian women, in this
classification

s The proportion of women in the Techrcal/Para-
professional and "Other Stafl” classifications de-
clined However, women staff 1n these classifica-
tions became a more diverse group as the propor-
tion of American Indian, Asian, Black and His-
panic females increased in both categories On
the other hand, the number and proportion of
Black and Caucasian women declined in these
categories over the last decade

Status of programs to dwersify the facully

Utilizing institutional and State resources, the Uni-
versity has designed and implemented a set of pro-
grams whose combined goal is to increase the num-
ber of tenured professors from backgrounds histori-
cally underrepresented 1n the academy To achieve
this goal, the programs are interwoven through the
“mpeline” concept The first program 1s directed at
students in the Junior year of undergraduate school,
and the final program n the pipeline is geared to-
ward faculty one year from the start of the tenure
appraisal process A brief description of these pro-
grams follows

o Graduate Qutreach Recruitment efforts at the
University, State University, and out-of-state 1n-
stitutions have encouraged and prepared 76 un-
dergraduates to engage 1n the highly selective
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DISPLAY 4 Number and Percent of Full-Time Faculty by Category, Gender, and

Men
1977 1987 1977-1987 1977 .
Percent
Occupational Parcent of Percent of Number Change of Percent
Category Number Category Number  Category Change 1977 Base Number Catepory
Tenured Faculty
American Indian 12 02% 13 02% +1 +83% 1 03%
Asian 216 415 312 58 +96 +44 4 10 29
Black 59 12 90 17 +31 +52 5 8 23
Hispane 83 17 150 28 +67  +807 11 32
White 4,431 92 3 4,856 396 +425 +986 313 913
Total 4,801 1000 5,421 1000 +620 +129 343 100 0
Tenure Track Faculty
American Indian 6 05 1 01 -5 -833 4 12
Asian 58 50 104 137 +46 +79 3 18 54
Black 40 35 11 14 -29 -i125 15 45
Hispanic 63 55 39 51 -24 -381 14 42
White 983 855 605 7948 -378 -385 285 848
Total 1,150 1000 760 1000 -390 -339 336 100 0
Other Faculty
American Indian 25 05 4 01 -21 -84 0 10 06
Asian 434 87 528 127 +94 +217 148 817
Black B4 17 48 12 -36 -42 9 69 41
Hispanic 113 23 121 29 +8 +71 44 26
White 4,355 869 3,458 831 -897 -206 1,427 840
Total 5,011 1000 4,159 100 0 -852 -170 1,698 100 ¢
Total Faculty
American Indian 43 04 18 02 -25 531 15 06
Asgian 708 65 944 91 +236 +333 176 T4
Black 183 17 149 14 -34 -136 92 39
Hispanic 259 24 310 30 +51 +197 69 29
White 9,769 891 8,919 86 3 -850 -87 2,025 852
Total 10,962 1000 10,340 1000 -622 517 2,377 1000

Note Due to rounding, each colurnn may not add to exactly 100 0 percent.
Source Cahfornia Postzecondary Education Commusaion
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Racwal-Ethnic Background at the Unwersity of California, Fall 1977 and Fall 1987

Women Total
1987 1977-1987 1977 1987 1977-1887

Percent Percent

Percent of Number Change of Percent of Percent of Number Change of

Number Category Change 1977 Base Number Category Number  Category Change 1977 Bage

3 0 4% +2 +200 0% 13 03% 16 03% +3 +23 1%

36 50 +26 +260 0 226 44 348 57 +122 +54 0
18 22 +8 +1000 67 13 106 17 +39 +58 2
29 40 +18 +163 6 94 18 179 29 +85 +90 4
640 384 +327 +104 5 4,744 922 5,496 394 +752 +15 9
T24 1000 +381 +1111 5,144 100 0 6,145 100 0 +1001 +195
0 00 -4 -1000 10 07 1 01 -9 900
27 87 +9 +500 78 51 131 12 2 +55 +724
13 42 -2 -133 55 37 24 22 -31 -56 4
19 61 +5 +3567 77 52 h8 54 -19 -24 17
253 811 -32 -112 1,268 853 358 800 -410 -323
312 1000 -24 11 1,486 100 0 1,072 1000 -414 -279
6 03 -4 -400 a5 05 10 02 -25 -1 4
223 114 +7b6 +507 582 BT 751 123 +169 +290
61 31 -8 -116 153 23 109 18 -44 -28 8
61 31 +17 +3886 157 23 182 30 +25 +15 9
1,608 821 +181 +127 5,782 86 2 5,066 328 -716 12 4
1,959 1000 +261 +154 6,709 100 0 6,118 100 0 -591 B8
9 03 -6 400 58 04 27 02 -31 -53 4
286 95 +110 +62 5 884 66 1,230 92 +346 +391
g0 30 -2 22 275 21 239 18 -36 -131
109 36 +40 +58 0 328 25 419 31 +91 +277
2,501 835 +476 +235 11,794 884 11,420 856 -374 -32
2,995 100 0 +618 +26 0 13,339 100 0 13,335 100 ¢ 4 +00
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DISPLAY 5 Number and Percent of Staff by Category, Gender, and Racual-

Men
1977 1987 1977-1987 1977
Percent
Occupational Percent of Percent of Number Change of Percent
Category Number Category Number Category Change 1977 Base Number Category
Executive/Administrative/Managerial
American Ind:an 2 0 2% 3 0 2% +1 +50 0% 0 0 0%
Asian 23 21 52 37 +29 +1261 7 16
Black 63 57 75 54 +12 +190 26 58
Hispanic 30 27 62 44 +32 +1067 6 13
White 997 89 4 1,205 86 3 +208 +209 408 913
Total 1,115 1000 1,397 1000 +282 +253 447 1000
Professional/Non-Faculty
American Indian 21 05 17 03 -4 -190 29 04
Asian 401 93 682 121 +281 +701 938 121
Black 199 46 286 51 +87 +43 7 340 44
Hispanic 186 43 318 57 +132 +710 220 28
White 3,508 813 4,322 76 8 +814  +232 6,240 803
Total 4,315 1000 5,625 1000 +1,310 +304 7,767 100 0
Secretarial/Clerical
American Indian 12 05 20 06 +8 +66 7 115 08
Asian 180 81 405 128 +225 +1250 1,014 71
Black 334 151 415 131 +81 +24 3 1,699 120
Hispanic 265 120 395 125 +130 +491 1,213 85
White 1,423 64 3 1,923 609 +500 +351 10,147 715
Total 2,214 100 0 3,158 1000 +944  +426 14,188 1000
Technical/Paraprofessional
American Indian 16 06 13 G5 -3 -188 20 o7
Asian 191 76 370 i29 +179 +937 197 70
Black 317 126 359 125 +42  +132 626 221
Hispanie 190 75 272 95 +82  +432 285 101
White 1,803 716 1,849 64 6 +46 +2 6 1,706 602
Total 2,517 1000 2,863 1000 +346 +137 2,834 1000
Other Staff
American Indian 54 10 57 11 +3 +58 13 07
Asian 270 54 518 101 +248 +919 98 50
Black 1,178 23 7 1,110 216 -68 -58 895 459
Hispanic 731 14 7 1,040 203 +309 +42 3 273 14 0
White 2,745 B51 2,403 46 9 -342 -125 669 343
Total 4,978 1000 5,128 1000 +150 +30 1,948 1000
Total Staff
American indian 105 07 110 06 +5 +48 177 07
Asian 1,065 70 2,027 112 +962 +90 3 2,254 83
Black 2,001 138 2,245 12 4 +154 +74 3,586 132
Hispanic 1,402 93 2,087 115 +685 +489 1,997 73
White 10,476 69 2 11,702 64 4 +1,226 +117 19,170 705
Total 15,139 1000 18,171 1000 +3,032  +200 27,184 1000

Note Due to rounding, each column may not add to exactly 100 0 percent
Spurce Calforma Postsecondary Education Commussion
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Ethnw Background of the Unwersity of California, Fall 1977 and Fall 1987

Women
1987

Percent of
Number Category

9

47

82

41
1,039
1,218

57
1,864
650
549
9,549
12,669

134
1,598
2,208
1,897

10,238
16,073

29
441
835
337

1,679
3,021

12
256
622
413
591

1,894

241
4,206
4,097
3,237

23,094
34,875

07%

39
67
34
853
1000

04
147
51
44
754
1000

0.8
29
137
118
63 7
1000

1o
146
177
112
558

1000

06
135
328
218
312

100 0

07
121
116

93
66 2

1000

1977-1987
Percent
Number Change of
Change 1977 Bage
+9 n/a
+40 +571 4%
+56 +215 4
+35 +5833
+6831 +154 7
+771 +172 5
+28 +96 6
+926 +98 7
+310 +912
+329 +149 5
+3,309 +53 0
+4,902 +631
+19 +16 5
+584 +576
+509 +300
+B884 +56 4
+89 +09
+1,885 +13 3
+9 +450
+244 +123 9
-91 -14 5
+52 +18 2
-27 -16
+187 +66
-1 17
+158 +161 2
-273 -305
+140 +513
-78 117
-54 28
+64 +36 2
+1,952 +86 6
+511 +14 2
+1,240 +62 1
+3,924 +205
+7,691 +28 3

1987

Total
1977

Parcent of
Number Category Number
2 01% 12
30 19 99
89 517 157
36 23 103
1,405 899 2,244
1,562 100 0 2,615
50 04 T4
1,339 111 2,546
539 45 936
406 34 867
9,748 807 13,871
12,082 1000 18,294
127 08 154
1,194 73 2003
2,033 124 2,623
1,478 90 2,292
11,570 705 12,159
16,402 1000 19,231
36 07 42
388 73 811
943 176 894
475 g9 609
3,509 656 3,528
5,351 1000 5,884
87 10 69
368 53 T74
2,073 299 1,732
1,004 145 1,453
3,414 49 3 2,994
6,926 1000 7,022
282 07 351
3,319 78 6,233
5,677 134 6,342
3,399 80 5,324
29,646 700 34,796
42,323 1000 53,046

Percent of
Category

0 5%
38
60
39
358
100 0

04
139
51
47
158
1000

08
104
136
119
63 2
1000

07
138
152
104
600

1000

10
110
247
207
42 6
1000

07
118
120
100
656

1000

1977-1987

Percent

Number Change of

Change 1977 Base

+10 +500 0%
+69 +2300
+68 +76 4
+87 +186 1
+339 +59 7
+1,053 +674
+24 +480
+1,207 +90 1
+397 +737
+461 +1135
+4,123 +423
+6,212 +514
+27 +213
+309 +678
+590 +290
+814 +551
+589 +51
+2,829 +172
+6 +16 7
+423 +109 0
-49 52
+134 +28 2
+19 +05
+533 +100
+2 +30
+406 +1103
-341 -16 4
+449 +44 7
-420 -123
+96 +14
+69 +24 5
+2,914 +878
+665 +117
+1,925 +56 6
+5,150 +174
+10,723 +25 3
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process of gaining admigsion to the academic
graduate programs of the University through a
summer (nternship experience

¢ Research Assistantship/Mentorship Program
Once admutted, 50 graduate students each year
receive financial suppor{ and mentoring from
University faculty in order to gain advanced
research experience prior to the imtiation of their
dissertation study

o Dhissertation-Year Fellowships Upon advance-
ment to candidacy, approximately 30 students
each year receive a $12,000 stipend to complete
their dissertations, at which time their curricu-
lum vitae are distributed to University campuses
selecting new faculty

e President’s Fellowships Support for post-doctoral
study and research are available to approximate-
ly 100 promising scholars who intend to pursue
academic careers upon doctoral completion

o Targets of Opportunity for Diwersity Program By
creating additional positions for this purpose, 66
faculty from racial and ethmic backgrounds un-
derrepresented in the professoriate and women
have been appointed by the University at various
ranks as of the 1985-86 year

e Faculty Development Program Eighty junior fac-
ulty receive support, release time, and mentoring
by senior professors on research studies that may
influence their tenure appraisal

These programs have been developed and imple-
mented only in the last few years As such, insuffi-
cient time has elapsed to provide demonstrable evi-
dence of their effectiveness However, the identifica-
tion of strategic points 1n the attainment of tenure
and the design of responsive programmatic inter-
ventions to affect progress through this path by indi-
viduals from underrepresented backgrounds indi-
cates the intention of the University to direct atten-
tion to the 1ssue of academic workforce diversifica-
tion 1n the future Further analysis of these pro-
grams and their impaet on the composition of the
professoriate may provide valuable information on
strategies that lead to greater diversification of post-
secondary education
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Status of programs to diversify the steff

The University has designed a series of programs
whose combined goal 13 to atiract, retain, and pro-
mote staff members from underrepresented back-
grounds

e Siaff Affirmative Action Development Program
Campus-based traiming and development oppor-
tunities are provided for staff that take the form of
career development workshops, educational schol-
arships, technical skills programs, internships,
and assessment activities

¢ Management Fellowship Program Promising
staff are selected to receive mentoring from a
senior management person, with the expectation
that this experience will lead to the development
of skalla critical for promotional epportunities

Although designed to meet the myriad of needs in
the University commumnity for slall development and
training, because of resource constraints, these pro-
grams reach only a small proportion of the staff from
underrepresented backgrounds for whom the pro-
grams were developed To further assist in the re-
crurtment and advancement of these staff, additional
analysis are required on the types of programs and
resources needed

Changes at the California
Community Colleges

Progress has been achieved within the last decade in
diversifying the student body of the Califormia Com-
munity Colleges, as Display 1 showed

s In 1977, 28 1 percent of the students attending
these colleges were from American Indian, Asian,
Black, and Hispanic backgrounds Ten years la-
ter, individuals from these backgrounds conatitut-
ed over one-third of the student body

¢ The number and proportien of Asian students
doubled 1n the last decade

e Although less dramatic than the increase in Asian
students, the number and proportion of Hispanic
students increased considerably



e On the other hand, the number of Black students
attending the Community Colleges declined by 26
percent, or by over 30,000 participants, between
1977 and 1987

o The presence of women increased from 52 7 to
57 2 percent in the last decade

As discussed on pages 4-5 above, the Chancellor’s
Office of the California Community Colleges sub-
mitted information to the Commission utihizing oc-
cupatwnal categories appropriate to 1ts system in
this reporting cycle Because these categories are
different than those employed by the colleges tn the
past, comparable figures for 1977 are available only
for the total faculty and staff categories Conse-
quently, Displays 6 and 7 on pages 22-23 provide
subcategory information only for the 1987 year

Progress among the faculty

Racial-ethnic composition The advances of the Com-
munity Colleges in diversifying their student body
were mirrored, to a lesser extent, by changes in the
racial and ethnic composition of their academc
workforce Display 6 at the top of pages 22-23
presents information on the composition of the
faculty of all 106 Community Colleges

e Over 14 percent of the total academic workforce of
the Community Colleges consisted of faculty from
American Indian, Asian, Black, and Hispanic
backgrounds in 1987

¢ In 1987, a slightly larger proportion of the Regu-
lar and Contract Faculty (15 5 percent), in con-
trast to the part-time 1nstructional staff (14 5
percent) were from backgrounds historically un-
derrepresented in the academy Because full-time
faculty are often recruited from the part-time
ranks, the lack of part-time faculty from under-
represented backgrounds 1s a matter of concern 1n
terms of the capacity of the system to diversify its
academic workforee in the future

e Numerically and proportionally, the presence in
the Regular and Contract ranks of faculty from
American Indien, Asian, Black, and Hispanic
backgrounds increased in the ten years [n 1977,
12 8 percent of this faculty rank were from
underrepresented backgrounds, ten years later,
the proportion grew to 14 5 percent, despite the
loss of 1,567 positions among regular and contract

faculty throughout the system The number and
proportion of Asian faculty grew most dramati-
cally among the underrepresented populations

Gender composition  Positive changes occurred 1n
the Community Colleges with respect to the pres-
ence of women 1n the professoriate, as Display 6
illustrates

* Women comprised over 41 percent of the total aca-
demic workforce of the Community Colleges in
1987

e There was greater representation of women 1n the
temporary and part-time rank than among the
regular and contract faculty in 1987 Nearly 44
percent of the part-time faculty were women 1n
contrast with 37 percent of the professors on
contract

¢ The presence of women 1n contract positions in-
creased from 32 7 percent to over 37 percent over
the decade despite the overall decline of 9 3 per-
cent in this faculty rank in the system

Progress among the staff

Racual-ethnic composition The staff of the Commu-
nity Colleges diversified ethmcally and racially dur-
ing the last ten years, as the figures in Display 7 on
the bottom of pages 22-23 demonstrate

* Increasingly, the total workforce grew in its rep-
resentation of American Indian, Asian, Black, and
Hispanic staff members from 25 6 percent in 1977
to nearly one-third 1n 1987 despite the loss of
1,107 positions during this time period While the
number of staff from each of these racial-ethnic
backgrounds grew, Asian and Hispanic numerical
and proportional representation changed most
significantly

¢ The staff category that was least diversified was
the Classified Admimistrators, while the category
of Classified Employees was most racially and
ethnically heterogeneous 1n 1987

Gender composiution Enhanced representation of
women was achieved among the staff of the Commu-
mty Colleges, as seen in Display 7

¢ The presence of women 1n the total staff workforce
grew from 53 3 percent in 1977 to 55 T percent
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DMSPLAY 6 Number and Percent of Faculty by Occupational Category, Gender, and

Rezular and Contract Faculty

1977 1987 1977-1987

Percent

Percent of Percent of Number Change of

Racial-Ethnie Backeround Number Category Number Category Change 1977 Base

American Indian 73 04% 92 06% +19 +26 0%
Asian 444 26 599 39 +1565 349
Black 763 45 798 52 +35 +4 6
Hispanic 853 50 891 58 +38 +4 5
Whtte 14,788 874 12,974 845 -1,814 -123
Total Faculty 16,921 1000 15,354 1000 -1,567 93

Gender

Men 11,389 673 9,658 629 -1,731 -152
Women 5,532 327 5,696 ari +164 +30
Total Faculty 16,921 1000 15,354 100 0 -1,667 -93

Note Due to rounding, each column may not add to exactly 100 0 percent.
Source Cahforma Postaecondary Education Commission

DISPLAY 7 Number and Percent of Staff by Occupational Category, Gender, and Raciai-

Certificated Admimstrative Professional Classified Admuiniatrative
1987 1987 1987
Percent of Percent of Parcent of
Racial-Ethnic Background Number Category Number Category Number Category
American Indian 16 10% 7 0 4% 5 08%
Asian 58 36 176 99 25 38
Biack 169 104 194 109 45 69
Hispane 148 91 206 1186 56 86
White 1.233 759 1,195 672 517 799
Total Staff 1,624 1000 1,778 100 0 648 1000
Gender
Men 1,150 T08 859 48 3 411 634
Women 474 292 919 517 237 365
Total Staff 1,624 100 0 1,778 1000 648 100 0

Note Due to rounding, eack column may not add to exactly 100 0 percent.
Source Califorma Postsecondary Education Commission
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Racial-Ethnic Background at All California Communuty Colleges, Fall 1977 and Fall 1987

Temnorary and Part-Time Facultvy

1,
21,
25,

14,
10,
25,

1987

Percent of
Number Category
151 06%
978 39
878 35
354 54
695 865
056 1000
081 56 2
975 438
056 1000

Total Faculty
1987

Number

243
1,577
1,676
2,245

34,669

40,410

23,739
16,671
40,410

Percent of
Category
06%
39
41
56
858
1000

5817
41 3
1000

Ethnic Background at All California Community Colleges, Fall 1977 and Fall 1987

Classified Emnlovees

1987

Number

114
1,115
1,587
2,058

19,420

14,294

5,703
8,591
14,294

Total Staff
1977 1987
Percent of Percent of Percent of
Catagory Number Category Number Category
0 8% 130 07% 142 08%
T8 907 47 1,372 75
11 1,983 102 1,995 109
14 4 1,963 101 2,468 135
659 4,468 74 4 12,365 67 4
100 0 19,451 1000 18,344 1000
399 9,080 46 7 8,123 44 3
601 10,371 533 10,221 567
1000 19,451 1000 18,344 1000

1977-1988
Nunber Percent Change
Change of 1977 Base
+12 +9 2%
+465 +513
+12 +06
+505 +257
-2.103 -14 5
-1,107 57
-957 -105
-150 -14
-1,107 57
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this past fall, despite the reduction of over 1,100
positions

e The composition of the Certificated Administra-
tors category was the least representative of wom-
en, while the Professional classification was most
heterogeneous in terms of gender

Status of programs to dwersify the faculty

The Fund for Instructional Improvement 1s designed
to enhance the professional development of faculty
in the Community Colleges A goal of this program
18 the retention and promotion of faculty from un-
derrepresented backgrounds within the system

In the past, the primary vehicle through which the
Community Colleges diversified the academic work-
force of the system was adherence to federal and
State affirmative action procedures An innovative
approach that the Chancellor’s office plans to 1mti-
ate in the future is the Affirmative Action Registry
Based upon an electronic bulletin board concept, a
statewide network would be established to distrib-
ute information on vacant positions and disseminate
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resumes of prospective applicants throughout the
system A proposal to develop and implement the
registry will be presented to the Governor and Legis-
lature 1n the future

Status of programs to dwersity the steff

Two mechanisms exist 1n the Community Colleges
to provide opportunities for staff mobility

¢ In the vocational education area, staff develop-
ment to promote greater representation of women
is part of program improvement activities Staff
who serve students from underrepresented back-
grounds and those with disabilities are the pri-
ority participants in these activities

¢ The Employer-Based Training Unut implements
staff development activities through its Voecation-
al Instruction and Career Counselor In-Service
Traiming Program Through this program, staff
learn instructional strategies and career guidance
techniques to improve their slalls as well as coun-
sel students more effectively



3

Summary of findings

The faculty and staff in Califorma’s public colleges
and universities are more diverse today than in
1977 In that sense, change has occurred 1n terms of
the presence on college and university campuses of
American Indian, Asan, Black, and Hispanic pro-
fessors and staff as well as women However, the
changing composition of the State and the student
bodies of these institutions intensifies the focus on
the extent to which progress in diversifying the
faculty and administration has been excruciatingly
slow and the results small Without substantial
changes, the question remains Can California, the
first mainland State in which no one racial or ethnic
group will be a majortty of the restdents by the year
2000 and n which the population of women s
growing, mawntatn its leadership posttion in the
country economically, technologically, politically, and
tnternationally?

Within this general picture of concern, five major
findings emerge from this report

1 Great similarity exists 1n the trends observed
among the three public segments of higher edu-
cation 1n the State in terms of changes 1n the
composition of thewr academic and staff work-
forces over the last decade

2 Among all racial-ethme groups, the proportion of
faculty and staff from Agian and Hispanic back-
grounds increased the most

3 Ofall the underrepresented groups, Black faculty
and staff experienced less growth in all systems
Numerically and proportionally, the Black pres-
ence declined in many areas of the academy

4 Women were more represented in the academic
and staff workforces of each segment 1n 1987 than

adecade earlier

5 While the number of Caucasian women increased

Summary and Recommendations

to a greater extent than other categories of wom-
en, the proportion of women from underrepre-
sented backgrounds proportionally increased to a
greater extent In particular, the change in the
number and proportion of Asian women was note-
worthy

Recommendations for the future

Although this report satisfies the Commission’s stat-
utory reporting requirement by providing a picture
of the ethnme and gender composition of the faculty
and staff in the three segments, further analysis 15
needed to assess the extent to which an unique op-
portunity exists to diversify the faculty and staff by
the turn of the century, g;iven the massive replace-
ment efforts that are anticipated by the three public
systems 1n order to replenish their professorial
ranks In particuiar, comprehensive information 18
necessary to guide policy discussions and develop
statewide strategies to address the issues of faculty
and staff diversification

To that end, the Commission recommends that
1 A project be imitiated to study the 1ssues sur-

rounding faculty diversification, including but not
Iimited to, the following variables

¢ Anticipated faculty hiring opportunities by vir-
tue either of retirements or anticipated growth,

¢ The pool of candidates presently available for
these faculty positions by gender and racial-
ethnic categories,

¢ The pool of undergraduates and graduates ex-
pecting to pursue academic careers, and

¢ Institutional strategres that have demonstrat-
ed a capacity to increase the future faculty pool

The details of this proposed project are presented
on pages 27-28 1n the next section of this report
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2 Future reports 1n this series on postsecondary

26

staff should

¢ Continue to describe the composition of the

staff in postsecondary education using the cate-
gories specified by the Equal Employment Op-
pertunity Commission in its Higher Education
Staff Information (EEQ-6) Survey Continuing
to report information on this basis will provide
the opportunity to identify trends and monitor
change over time since these categories have,
in the main, been consistent since 1975 Fur-
ther, this requirement of the Federal Govern-
ment ensures a standardization of information
across systems that 1s helpful in developing a
statewide picture of the composition of staff in
postsecondary edueation in California

Disaggragate the information in the EEO-6 re-
ports into more meaningful class:fications, par-
ticularly with respect to the Executive/Admin-
1strative/Managerial and Professional Non-
Faculty categories The University of Cali-
fornia and the California State University are
prepared to provide staff information on the
basis of their personnel systems that classify
the staff according to function and level of re-

sponsibility Information hased upon these sys-
tems could supplement the heterogeneous and
aggregated categories in the EEO-6 report 1n a
manner that will provide greater clarity about
the composition of their postsecondary educa-
tion staff

Examine staff career ladders with respect to
progress 1n diversifying postsecondary educa-
tion leadership in the State Since diversifying
the educational leadership ranks 1s a priority
for California, an analysis of paths to executive
and administrative positions is needed for three
reasons

1 To identify strategic points along the paths,

2 To identify existing practices, policies, and
programs that enable individuals to progress
along the path, and

3 To develop State and institutional initiatives
that will facilitate the movement of staff
from underrepresented groups into educa-
tional leadership positions

To this end, 1n the near future Commission staff will
develop a prospectus for a study of career paths in
postsecondary education



Prospectus for a Study

4

Context of the study

Recent estimates indicate that California’s three
public postsecondary systems will be engaged 1n a
massive faculty hiring effort by the turn of the cen-
tury due to retirements, expected growth, and
changing workplace demands The University ex-
pects to hire 6,000 faculty members, the State Um-
versity anticipates seeking 8,000 new faculty, and
the Commumnity Colleges estimate a need for 9,800
full-time faculty by the year 2,000 Taken together,
the public postsecondary systems will be replacing
approximately 64 percent of their current faculty
within the next 12 years Independent colleges and
universities are in a similar sifuation Because of
the sheer numbers involved -- a situation that will
not occur again for roughly 30 years -- the opportu-
nity exists to develop a quality faculty that repre-
sents the ethnie, racial, and gender diversity of Cal-
forma

Diversifying the faculty is an increasingly impor-
tant State policy goal as greater proportions of the
undergraduate student body of postsecondary insti-
tutions are of American Indian, Asian, Black, His-
panic, and low-income backgrounds Its significance
is 1llustrated by the inclusion in the draft report of
the Legislature’s Joint Committee for the Review of
the Master Plan for California Higher Education of
Recommendation 33 “to double the number of mi-
nority faculty and increase the number of women
faculty by 50 percent by the end of the century”
(1988, p 76) The major questions to be answered
with respect to this recommendation are

+ What actions can the State continue or 1nitiate to
achieve this goal?

¢ What policies can the State adopt that support the
actions of the educational systems to diversify
their faculty?

e What State policies can 1nfluence the develop-
ment of intersegmental cooperation among the

of Faculty Diversification

public and independent systems to achieve this
goal?

Historically, the Commission has reported biennial-
ly on the composition of the faculty in California's
three segments of public higher education in accor-
dance with statutory obligations beginnmung in 1975
While these reports have provided a picture of the
faculty at a given point and monitored changes 1n
the composition of the faculty over time, they have
lacked a dynamie quality to guide the State 1n pro-
gressing toward greater faculty diversity

This proposed study seeks to remedy that lack by de-
veloping an analytical basis for recommendations
regarding statewide planning to achieve this goal

Further, the project proposes to 1nclude 1ndependent
colleges and universities in 1ts analysis because of
the important role that they play in educating stu-
dents at the baccalaureate and post-graduate levels

Purposes of the study
The proposed study has five purposes

1 To anslyze the future demand for faculty by dis-
cipline end by system,

2 To estimate the pool of candidates within the
State and nation who are expected to be available
for faculty positions by gender, racial-ethnic cate-
gories, discipline, and system,

3 To identify critical points in the process from
graduate school admission through tenure ap-
praisal that affect the composition of the faculty,

4 To specify programs, practices, and policies that

have demonstrated the capacity to enhance prog-
ress in diversifying the faculty, and
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5 To develop policy recommendations leading to
progress 1n diversifying the faculty rather than
complhance with statutory regulations

Components of the study

The Comrmmssion will convene a technical advisory
committee to assist in desigrung and conducting the
study through their knowledge of the 1ssues in-
volved, informational sources, and existing pro-
grams that have evidenced results with respect to
faculty diversification. Members of this technical ad-
visory committee will be appointed after consulte-
tion with the Commission’s Statutory Advisory Com-
mittee

In line with the purposes listed above, the study will
have five components

1 Through an analyses of factors that influence the
demand for faculty, the Commission will develop
projections of anticipated statewide needs by dis-
cipline and by system Among the factors that
will be examined are

» Statewide demographic changes,

& Fluctuations in the field that students choose to
pursue,

¢ Academic and non-academic workplace needs,
e Potential expansion of postsecondary facilities,
s Postsecondary enrollments, and

¢ Faculty departures

2 The Commission will analyze the current avail-
ability and anticipated availability of faculty can-
didates, by racial-ethnic categories, gender, and
discipline to meet statewide and system needs
This examination will include estimates of the
supply of potential faculty available on the basis
of knowledge about competition for members of
the pool from within and cutside of academia
Further, 1t will identify the various supply
sources from which faculty are drawn -- graduate
programs, the private sector, other states -- and
the composition of these prospective pools From
this analysis, the Commission anticipates iden-
tifying those disciplines in which present and
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foreseeable underrepresentation 1s a function of a
small pool of candidates and those disciplines in
which the pool is, or will be, more substantial Fi-
nally, this phase of the study will cons:der differ-
ences 1n terminal degree qualifications for faculty
among the systems as those differences affect esti-
mates of availability

The Commission will identify critical points that
affect progress through the pipeline from grad-
uate school admission to the granting of tenure for
members of underrepresented groups This aspect
of the project will involve a review of relevant lit-
erature and, 1f necessary, solicitation from current
faculty as to strategies that can enhance diversity
1n the professonate

The Commission will identify programs, policies,
and practices both 1n California and elsewhere
that enhance diversity within the faculty In ad-
dition to single-system efforts, interinstitutional
and intersegmentel programs that have demon-
strated success 1n diversifying the faculty will be a
focus in this aspect of the project Upon 1dentifica-
tion, the Commission will disseminate informa-
tion on these exemplary programs and practices

The Commussion will develop policy recommen-
dations based on the results from the study These
recommendations will focus on

s Short-term actions that could telescope the pro-
cess, involving a munimum of ten years, to ex-
pand the pool of women and American Indian,
Asian, Black, and Hispanic candidates who are
eligible for, and interested 1n, faculty positions,

e Long-term solutions that will expand the pool
of candidates, including support for developing
and continuing programs at the pre-college and
undergraduate levels that have demonstrated
success in diversifying the professoriate,

e The role of California’s independent institu-
tions 1n contributing to the pool of women and
American Indian, Aman, Black, Hispanic can-
didates who are available for faculty positions,

¢ Institutional procedures that affect the selec-
tion of qualified faculty members, plus strate-
gies to be mmtiated that are sensitive to pres-
sure points among these procedures, and



¢ The creation of 1nnovative approaches to diver-
sifying the faculty, including appropriate re-
ward and incentive structures that respond to
faculty prerogatives and institutional values

Information requirements

In order to conduet the study, information from
several sources will be collected and analyzed

1 Estimates of demand

As a part of theiwr ten-year plans, the California
State University and the University of Califorma
are developing estumates of their anticipated de-
mand for faculty by discipline, and 1n some cases
sub-disciplines, by campus The Community Col-
leges and the independent sector are planning to
conduct similar analyseas in the future Access to
these analyses will be helpful 1n creating state-
wide estimates on expected opportunities to hire
faculty

In addition to these estimates, the Commission
will obtain information on the following factors
from the listed sources as well as other resources

¢ Demographic changes 1980 Census of Papula-
tion, Department of Finance’s Population Re-
search Unag,

¢ Student interests Commuission data on enroll-
ment by discipline, Higher Education Research
Institute’s Cooperative Institutional Research
Program annual survey of freshmen,

¢ Labor market Employment Development De-
partment, and Department of Labor analyses
and "Workforce 2000” (Johnston, 1987),

* Faculty departures systemwide estimates,

* Postsecondary enrollments systemwide and
Commission estimates, and.

« Expansion of postsecondary facihities system-
wide and Commssion estimates

2 Analysis of supply

The study will utilize information from a variety
of sources to determine the potential pool of can-
didates to take advantage of these hiring cppor-
tunities Information will be sought on

¢ Graduate enrollment nationwide National Re-
search Council, Office of Civil Rights, and the
Integrated Postsecondary Education Data
System (IPEDS) of the U S Department of Edu-
cation, if accurate and reliable,

¢ Stateenrollment projections Department of Fi-
nance’s Population Research Umt, systemwide
estimates, and

e Flow of individuals, in both directions, between
academia and the private sector existing re-
search literature

Identification of crifical potnts in the process
from graduate school application
through tenure appratsal

The strategy by which this aspect of the study is
conducted will be determined in conjunction with
systemwide offices Through this collaboration,
staff wall seek to

o Interview members of Academic Senate Affir-
mative Action Committees and other members
of the Academic Senates,

o Examine aggregated reports on the faculty
search process that protect the confidentiality
of records,

¢ Become more knowledgeable about peer review
processes, and

¢ Review the research literature on this aspect of
the study

Identification of exemplary programs
and practices

This phase of the study will use information from
various sources
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e The Unwersity of California tn the Twenty-
First Century (Justus, Freitag and Parker,
1887), which provides a foundation for studying
mnstitutional practices, policies, and programs
that have been developed nationwide to diver-
sify the faculty,

» Reports on the graduate student affirmative ac-
tion programs of the Umversity and State Uns-
versity, and

o A search of the literature on effective strategies
to diversify the faculty

Relation to other Commission work

in May, the Commission adopted Faculty and Grad-
uate School Enrollment Planning as its second
highest priority with regard to long-range planning

This proposed study will concentrate on the goal of
diversification of the professoriate within the larger
context of the Commuission's long-range planning ac-
tivities

The Commission will be conducting a study of inde-
pendent colleges 1n California in which their contri-
bution as doctorate-granting institutions will be
examined Information from that study will be help-
ful to this project
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Further, the Special Committee on Educational Eq-
uity has recommended that the 1ssue of faculty di-
versity be considered the most important priority
area for study by the Commission in pursuit of eq-
uitable goals in the State To that end, the Commit-
tee has recommended that the Commission launch a
major study on this 18sue -- a recommendation to
which this prospectus responds

Schedule
The proposed schedule for the study 18 as follows

September 1988 Commussion adoption of the re-
port, Dwersification of the Faculty and Staff in
California Public Postsecondary Education from
1977 o 1987, that includes this prospectus

October 1988 - October 1983 Collection and anal-
ys18 of information

June 1989 Progress report submitted to the Poli-
¢y Development Commuittee for information

March 1990 Draft report submitted to the Policy
Development Commuittee for review

May 1990 Draft report submitted to the Policy
Development Committee and Commassion for ac-
t10n



Appendix A Education Code Section 66903.1

The commission shall report to the Legislature and the Governor on March 1, 1986, and -
every two years thereafter until, and including, 1990, on the representation and utiliza-
tion of ethnic minorities and women among academic, administrative, and other em-
ployees at the California State University, the University of California, and the public
community colleges. To prepare this report, the commission shall collect data from each
of these segments of public postsecondary education. The format for this data shall be the
higher education staff information form required bieanially from all institutions of
higher education by the Federal Equal Employment Opportunity Commission, the col-
lection of which is coordinated by the California Postsecondary Education Commission

(a) The higher education staff information form includes all the following types of data:

(1)

(2)
(3)

The number of full-time employees by job categories, ethnicity, sex, and salary
ranges.

The number of full-time faculty by ethnicity, sex, rank, and tenure

The number of part-time employees by job categories (including tenured, non-
tenured or tenure track, and other nontenured academic employees), ethnicity,
and sex.

(4) The number of full-time new hires by job categories (including tenured, non-

tenured or tenure track and other nontenured academic employees), ethnicity,
and sex.

(b) In addition to the above, the segments shall submit to the commission all the follow-

(c)

ing’

(1)

(2)

(3)

(4)

Promotion and separation data for faculty and staff employees by ethnicity and
sex for each of the two-year time periods beginning with 1977 to 1979

Narrative evaluation examining patterns of underutilization of women and mi-
nority employees among different job categories compared wsith the availability
of qualified women and minorities for different job categories.

Narrative evaluation examining specific results of affirmative action programs
in reducing underutilization of women and minorities.

Narrative evaluation of both strengths and inadequacies of current affirmative
action programs, including inadequacies resulting from budgetary constraints.

For purposes of this section, minorities and ethnic minorities shall include those per-
sons defined as such by rules and regulations of the Federal Equal Employment Op-
portunity Commission.

This section shall remain in effect until January 1, 1991, and as of that date is repealed.
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Appendix B Higher Education Staff Information (EEO-6)

_ . EQUAL EMPLOYMENT OPFORTUNITY COMMIESIDN
- T mame— -

"7 HIGHER EDUCATION STAFF INFORMATION {EED-8) NO_ 3046-0006

AP
Public/Privete Institutions and Campuses EXFIRES 813089

DO NOT ALTER INFORMATION PRINTED IN THIS BOX FEDERAL AGENCIES

This is & joinl requirement of EEDC the

¥ Othice for Chvo Rights and the Contar ler
Educanon Statiencs i the Depariment ot
Educauon and the Ofice of Fedara
Contract Gomphance Programs in the
Dopartment of Labar These agoncles
torm the Hhigher Educangn Reparting
Committes All survey inquiries shoudd
bs diracted to that commities

RETURN ADDRESS HIGHER EOUCATIDN REPORYING COMMITTEE
EEQC PROGRAM RESEARCH AND SURVEYS STAFF
Mail onginal and  thres 2%01 E STREETy NoW.
copas-of this form to the address WASHI NGTONy DeCe 20507
shown by

l IDENTIFICATION

A INSTITUTIDN;CAMPUS R SCHOOL (OM:T IF SAME AS LABEL } i

1 BAME
2 BTREET AND NUMBER/F O BOX a CITYy i TOWN 4 COUNTY 5 STATE & ZIP CODE
B PARENT INSTITUTION
1 NAME INSTITUIGH OF WHICH THE BRANGH CAMPUE / MAIN CAMPUS { GEFARATE ADMINISTRATIVE OFFICE I8 A FART
€ REPOAT COVERS D FEDERAL CONTRACT INFORMATION
1 BINGLE CAMPUE INBTITUTION INSTITUTION HAS A GONTRACT SUBCONTRACT WITH ANY LLE
2 BRANGCH CAMPUS QOVERNMENT AGENCY FOR (ANEWER YES OR NO FOR EACH
EBPECIFIED INTERNAL) \
A MAN CAMPUB
4 BEPARNTE ADMINISTRATTVE OFFICE 1. 895 RYes DKo
2 960000-8080.00 D YeEs DO WO

& OTHER (Bpecity) 8 HO0QO0 OAMORE D YEE 0O NO

E CONTRACTED OR DONATED SEAVICES
(Do oy compists kv separais adminlatretive offices)

1 the fulktime and parttime smployess indluded m his repart do not supply &)l of the services related to the opemtion. of Bhis Institution Pisses Indicats which

Sajor aprvigss 89 sither commsted by \he insthuton ar donated io the Instihution (Exampies of donated loes are faculty In religious ordems who donats .
el sarvices, o swrvices provided by & systam office }
Gheok ali that appty
1 O Faculty fnstruction/resesrch} services !
t0 w and parap sarvioss
& 0O eeviosmaintenancs
« O Dwer
& U1 o Gager sendess o3 dongied o1 comnasted
G R 0 AN e -
OnBINALEBOC
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A TENURED
n 1 PROFESSORS

L 1 ASS0 PROFS
n J ASST PROF S
™ 4 INSTRUCTORS
5 f§ LECTURAERS

] & OTHER FACULTY

7 TOTAL

7

B NON TENURED
ON TRACK

T 8 PADFESSORS
7% 9 ASSO PROFS
a0 10 ASST PROF S
L]l 11 INSTAULCTORS
a2 12 LECTURERS

8 1) QTHER FACULTY

14 TOTAL

C DTHER

.- 15 PROFESS0RS
86 16§ AS50 PAOFS

87 V7 ASST PROF S
-] 8 INSTRUCTORS
L} V9 LECTURERS

w0 20 OTHER FACULTY

21 TOTAL
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§. PRIMARY OCCUPATIONAL ACTIVITY

8. Executive, Administrative and Managerial
Include all persons whose essignments requare primary
(and mayor) responsibility for management of the institu-
tiom, or a customanly recognized department or subdivision
thereof Assignments require the performance of work
directly releted to management policies or gensral
business opergtions of the wstitution department or
subd:vision, etc It 18 assumed that assigaments n this
oategory customanly and regularly require the mncumbem
1o exercise discretion and independent judgment, and to
direct the work of others Report 1 ths category all
officers holding such ntles as President, Vice President,
Dean, Durector, or the equivalent, as well as officers
subordinate to any of these adnumstrators with such titles
a5 Associate Dean, Assistant Dean, Executive QOfficor
of academic departments (department heads, or the
eguivalent} if thewr principal activity 15 administrative
NOTE Supervisors of professional employees are 1o~
cluded here, while supervisors of nounprofessional
employees (techrucal, clencal, craft, and service/
mamtenance) are to be reported within the specifie
categones of the personnel they supervise

b. Facalty (Instruction/Research)

Include all persons whose specific assignments custom-
arily are made for the purpose of conducting instruction,
reaearch, or public service as a principal activity (or
activities), and who hold academic-rank titles of professor,
associate professor, assistant professor, mstructor,
Iscturer, or the equivalent of any of these acedermic ranks.
Report 1n this category Deans, Directors, or the
squivalents, as well as Associate Deans, Assistant
Deans, and executive officers of scadernic departmenis
(charpersons, heads, or the equivalent) if their pnncipal
activity 15 instructiona] Do not include student teaching
or rescarch assislants.

¢ Professional Non-Faculty

Toclude in thus category persons employed for the
prnmary purpose of perfornung academuc support, studest
service and institutional gupport activites and whose
agsignments would require either college graduation or
axpenence of such and amount as to provide a
comparable backgrownd. Include employees such s
Hbranans, accountants, personnel, counselors, systems
analysts, coaches, lawyers, and pharmacsts, for exemple.

d. Clerical and Sacretarial

Include all persons whose assignments typically are
associated with clencal activities or are spacifically of a

secretarial nature, Include parsonnel who are responsible
for internal and sxtamal commumostions, recording snst

roteioval of data (other than computer programmers)
and/or information and other paper work required in an
office, such as bookkeepers, stenographers, clerk typlsts,
office-machine operators, statistical clerks, payroll clesks,
ete, Include also sales clerks such as those employed full
time 1n the bookstore, and hbrary clerks who are not
recogruzed as libranans,

¢ Technical and Paraprofessional

Include all persons whose assignments requure specialized
knowledge or ekills which may be acquired through
experience or academuic work such as 15 offered 1n many
2-yoar techmical institutes, junior colleges or through
equivelent on-the-job traming Include computer pro-
grammers and operators, drafters, engineenng ades,
junior engineers, mathematcal aides, licensed practical
or vocational nurses, dietiians, photographers, radwo
operators, scientfic assistants, techmcal illustrators,
teahgpcians (medical, dental, electronic, physical scences),
and symilar occupanonal-ectivity categories but whach
are mstitutionally defined as technical assignments

Include persons who perform some of the duties of a
professional or techmcian n a8 supporuve role, which
usually require less formal traming and/or experience
normally required for professional techrucal status Such
peaitions may fall withun an 1dentified pattern of steff
deselopment and promotion under a “New Caroers”
congept

f. Skilled Craft

fmelude all persons whose assignments typicaly
reguire special manuael skills and a thorough and
camprehensive knowledge of the processes nvolved 1o
tho work, acquired through on-thejob trmming end
expanence or through apprenticeship or other formal
training programs Include mechamecs and reparess,
electnicians, stationary engineers, skilled machinists,
eappenters, compositors and type-setters, upholsterars

g Bervice/Maintenance

Include persone whose assignments require hmited
dagrees of previously acquired skills and knowledge and
w which workers perform duties which result m or

ute to the comfort, convemence and hygiens of
pmaannel and the student body or which contnbute 1o the
upkssp and care of buildings, faciliies or grounds of the
institutional property Include chauffeurs, laundry and
dry eleaning operatives, cafetenia and restaurant workass,
truck dnvers, bus drivers, garage laborers, custodial
pwrsennel, gardeners and groundskeepers, refuse col-
lpgtere, construction laborars, security persangsl.

e -
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ment Opportumty Commsaion, nd, p 7
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BAKERSFIELD CHICO DOMINGUEZ HILLS FRESNO FULLERTON HAYWARD HUMBOLDT y i E LONG BEACH LOS ANGELES NORTHRIDGE
POMONA  SACRAMENTO SAN BERNARDINO SAN DIEGO SAN FRANCQISCO SAN JOSE | = -| SAN LUIS OBISPQO SONOMA STANISLAUS

OFFICE OF CHANCELLOR
5515
{213} 590-

March 28, 1988

Dr. Kenneth B, O'Brien

Associate Director

California Postsecondary Education
Commission

1020 Twelfth Street, Third Floor

Sacramento, CA 95814-3985

Dear Ken:

On November 20, 1987 you requested certain information examlnlng
women and minority employees and affirmative action programs in
the California State University for your report on Women and
Minorities in California Punlic Postsecondary Education (AB 605).
Responses were due March 1.

Enclosed is our response to that request. We apologize for the
lateness of our response. If there are any questions, please
contact Tim Dong, Faculty and Staff Relations.

incerely,

4l
L%ohn M. Smart
ice Chancellor
University Affairs
JMS:pfz

cc: Ms, Penny Edgert
Dr. Caesar J. Naples
Mr. Tim Dong
Dr. David E. Leveille

400 GOLDEN SHORE, LONG BEACH, CALIFORNIA 90802-4275 INFORMATION., (213) 590-5506
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CALIFORNIA STATE UNIVERSITY

EMPLOYMENT UTILIZATION OF ETHNIC MINORITIES AND WOMEN
1985-1987

Introduction

The purpose of this report is to comply with the requirements of Section
66903.1 of the Education Code (Assembly Bili 605, Hughes, 1985). That section
requires the California State University to report to the California
Postsecondary Education Commission, biennially, on representation and
utitization of ethnic minorities and women employees in the CSU. The report
presents an overview of the current work force, looking at faculty and staff
employees. A summary of new hires, promotions and separations for the period
1985-1987, and a discussion of the systemwide programs and efforts which have
been instituted to support affirmative action progress are also presented.

CSU Work Forcel

The current full-time work force of the CSU consists of 27,263 employees (see
Table 1). HWomen comprised 42.76% (11,658) of the work force, and men 57.24%
(15,605). Ethnic minorities are 24.05% (6,556) of the work force. The
breakdown by specific minorities shows that 7.17% (1,954) are Blacks, 8.54%
(2,328) are Hispanics, 7.67% (2,090) are Asians and 0.67% (184) are American
Indians. Minority females are 11.24% (3,063) of the work force. Black
females, Hispanic females, Asian females and American Indian females are 3.64%
(992), 4.17% (1,138>, 3.10% (845), and 0.32% (88) of the work force,
respectively.

From 1985 to 1987, the work force increased by 260 employees. The percentage
of minorities increased from 22.86% to 24.05%, a numerical increase of 383
minority employees. Females increased from 41.78% to 42.76%; this represented
a numerical increase of 375 female employees.

Total Facultv. 1985 to 1987

The current CSU full-time faculty numbers 11,731 (see Table 2). MWomen are
24.85% of the full-time faculty, and ethnic minorities are 14.22%. HWomen were
23.63% and minorities were 13.13% of the faculty in 1985, Blacks are 2.78% of
the faculty, Hispanics are 3.63%, Asians are 7.35% and American Indians are
0.46%. 1In 1985, Blacks, Hispanics and Asians were 2.54%, 3.34%, and 6.77% of
the faculty, respectively. American Indians were 0.45% of the faculty in 1985

Tenured Facultv. Approximately 74% of the full-time faculty are tenured (see
Table 3). Among the 8,685 tenured faculty are 19.95% women. Ethnics
minorities are 12.75% of the tenured faculty, with 2.56% Blacks, 3.22%
Hispanics, 6.51% Asians and 0.46% American Indians. Women and ethnic minority
tenured faculty increased from 1985 to 1987. In 1985, women were 19.29% and
minorities were 11.99%.

T Data are from EEO-6 Reports dated October 31 of the indicated year.
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Tenured and Tenure-track Facultv. The combined tenured and tenure-track data
from 1975 to 1987 show the effects of the predominance of the number of
tenured faculty among the permanent faculty (see Table 9). All groups showed
increases. Women increased from 18.93% to 22.93% and ethnic minorities
increased from 9.22% to 14.11%. Asians and Hispanics had the greatest
increases, while 8lack and American Indians has smaller increases.

Lecturers. The number of lecturers in the CSU decreased by 16 from 1975 to
1987 (see Tahle 9). Women gained numerically and in percentage points, adding
127 lecturers and increasing from 31.28% to 41.17%4. Total minorities
decreased, going from 16.26% in 1975 to 15.15%. Blacks, Hispanics and
American Indians showed decreases, while Asians showed an increase in
percentage points.

Staff Emplovees bv EEQ-6 Cateaories. 1985 to 1987

The CSU full-time staff numbers 15,532 in 1987, representing an increase of
250 staff members from 1985 (see Table 10). HWomen are 8,743 or 56.29% of the
staff employees, a slight increase from 1985. Ethnic minorities are 4,888 or
31.47% of the staff, increasing slightly from 1985. Blacks are 10.48% of the
staff employees, Hispanics 12.25%, Asians 7.91%, and American Indians 0.84%.

Executives. Administrators and Managers. This category has 2333 employees
(see Table 11); 34.55% of the Executives, Administrators and Managers category
are women. Ethnic minorities are 20.62% of this category, with 9.00% Blacks,
6.30% Hispanics, 4.71% Asians, and 0.60% American Indians. From 1985 to 1987,
women and ethnic minorities showed slight increases in this category.
Hispanics and American Indians, however, showed slight decreases.

Professional Non-Facultv. The Professional Non-Faculty category has 3272
employees (see Table 12). Women are 55.75% of this category and ethnic
minorities are 26.74% of the category. HWomen and ethnic minorities increased
from 1985 to 1987. A1l the minority groups experienced increases except for
American Indians, who decreased slightly.

Secretarial/Clerical. The Secretarial/Clerical category has 93.74% women (see
Table 13). Ethnic minorities are 32.55% of the category, with 9.87% Blacks,
14.32% Hispanics, 7.61% Asians and 0.75% American Indians. Changes from 1985
to 1987 are slight, with Hispanics and Asians showing larger increases.
American Indians and women decreased slightly.

Technical/Paranrofessional. Women and all ethnic minorities showed increases
in this category from 1985 to 1987 (see Table 14). Homen are 54.17% of the
category, increasing from 52.93% in 1985. Total minorities increased from
25.05% to 26.38%. Blacks, Hispanics, Asians and American Indians all had
small increases.
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Skilled Crafts. Out of 811 employees in this category, 1.36% or 11 employees
are women (see Table 15). Minorities are 32.92% of the Skilled Crafts
employees, & slight increase over 1985. Blacks are 9.49%, decreasing slightly
from 9.56% in 1985. Hispanics are 15.54% of this category, increasing from
14.04% in 1985. Astans and American Indians increased slightly to 6.54% and
1.36%, respectively.

Service/Maintenance. This category has 1,932 employees: 26.45% are women and
57.19% are ethnic minorities (see Table 16). Blacks comprise 22.15% of this
category and Hispanics are 23.55% of this category. Asians and American
Indians are 10.40% and 1.09% of this category, respectively. Minorities are
57.19% of the employees in this category. Women and minorities increased
slightly from 1985 to 1987. Hispanics, Asians and American Indians had small
gains, but Blacks showed a slight decrease from 1985 to 1987.

Staff Emplovees. 1975-1987

Because of changes in the definitions of the EEO-6 categories imposed by HEERA
in 1984, comparisons of the individual EEO-6 categories from 1975 to 1987 are
not meaningful. However, the total number of staff employees in 1975 and 1987
can be meaningfully compared by sex and ethnicity. Staff employees increased
by 1136 to 15,532 from 1975 to 1987. Women employees increased from 51.30% to
56.29%. Ethnic minorities increased from 24.16% to 31.47%. MHispanics and
Asians had the largest increases, while Blacks increased slightly and American
Indians decreased slightly.

Summary

Increases in women and ethnic minorities continue at a steady pace. HWomen
faculty had the second largest percentage point gain for a two-year period
since data were collected in 1975. Minority faculty made the largest
percentage point gain since 1975. Minority faculty showed gains in tenured
and tenure-track categories; there was a slight reduction of minorities in the
lecturer category, however. The total staff also showed increases in women
and ethnic minorities. Blacks, however, decreased stightly in the two-year
period, 1985-1987.

New Hires. Promotions and Separations. 1985-1987

This section presents the hiring, promotion and separation transactions for
full-time employees which had occurred in the CSU between 1985 and 1987. The
data include all full-time employees hired for any length of time during that
period. Furthermore, each hiring and separation activity generated by the
same employee during that time are counted each time.

New Hires. The hiring activity in the CSU for the two years, 1985 to 1987, is
summarized in Table 18. There were 3733 new hires of faculty made in that
period. Lecturer accounted for 67.18% of the hiring activity. Tenured and
tenure-track faculty hiring activity accounted for 6.21% and 26.60% of the
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faculty hiring. HWomen were 35.76% of the new faculty hires and minorities

were 17.09% of the new hires. MWomen and minorities were hired in greater

proportion than in the current work force in all categories except for women
in tenured hires.

The new hire activity for staff totaled 4,809 transactions. Women accounted
for 61.63% of the new hire activity. Minorities figured in 31.50% of the new
hires. Both percentages are greater than the percentages of women and ethnic
minorities in the current work force.

Promotions. The promotion activity for 1985-1987 is summarized in Table 19.
There were 531 promotions of faculty to the rank of full professor., Of the
531, 27.30% were women. Ninety-six minority faculty members were promoted to
full professor, 18.08%. One hundred ninety-three faculty members were
promoted to associate professor. Among them were 40.93% women and 14.51%
minorities. Both values are comparable to the proportion of women and
minorities in the current tenure-track faculty.

There were 2477 promotional opportunities for staff during 1985-1987. Women
were promoted in 68.75% of the instances and minorities were promoted in
30.12% of the finstances. Each value exceeds the proportion of women or
minorities in the current work force.

Separations. There were 3,422 instances of separation by faculty (see Table
20). Women separated in 20.66% of the occasions and minorities separated in
10.70% of the instances. Tenured faculty accounted for 63.55% of the
separations.

Separation activity over the years 1985-1987 occurred 3746 times for staff.

Women were separated in 61.18% of the instances and minorities were separated
in 28.94% of the instances. The separation rates reflect the proportion of

women and minorities in the staff.

Svstemwide Affirmative Action Proarams

Affirmative action programs in the CSU are implemented on the campuses by the
campus affirmative action officers and by various staff in faculty and staff
personnel offices. The individual campuses develop affirmative action
programs to conform to the requirements of federal and state laws and the
regulations of the Board of Trustees. The campuses also have affirmative
action programs which are especially tailored to the needs of the specific
campus. Systemwide programs were developed to meet affirmative action needs
which are more effectively implemented through the Chancellor's Office. Four
systemwide programs to be discussed are the Administrative Fellows Program,
the Affirmative Action Faculty Development Program, the Disabled Employees
Assistive Device Program and the Forgivable Loan/Doctoral Incentive Program.

The Administrative Fellews Proaram. The Administrative Fellows Program was
developed to provide administrative training to ethnic minority and women
faculty and staff through mentor relationships and training workshops. Up to
12 full-time CSU faculty and staff members are selected by a systemwide
committee from applicants nominated by the presidents of the campuses. The
chosen applicants are matched with CSU senior administrators, who agree to
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serve as mentor to the Administrative Fellows for an academic year. The
mentors provide guidance as well as opportunities to be actively involved in
administration of campus programs. Throughout the year, the fellows attend
workshops which provide additional training on various aspects of higher
education administration.

The program began in the 1978-79 academic year and is now in its tenth year.
It has been effective in increasing the pool of ethnic minority and women
administrators in the CSU. A total of 130 CSU employees have been served by
this program; 58% (75) of the fellows have been faculty members and 42% (55)
have come from staff positions. Of the 120 participants, not including this
year's group, 74, or 62%, have attained upward mobility in academic
administration. Three associate vice presidents, 1 assistant vice president,
8 deans, 12 associate deans, and 2 assistant deans currently in the CSU are
former fellows.

The Affirmative Action Facultv Develooment Proaram. The Affirmative Action
Faculty Development Program has also been in place since 1978. The program
has the purpose of providing support to ethnic minority and women faculty to
enhance their opportunities for retention and promotion. Program funds,
currently slightly over % 1,000,000 per year, are allocated to campuses to
fund research and career development proposals. Campuses make awards 1in
varying amounts for assigned time to perform research or to prepare
manuscripts for publication, research assistant support, and travel to present
papers at scholarly meetings. Over 1600 awards have been made to faculty
members over the 10 years of the program. Lacking appropriate comparison
groups, it is difficult to assess definitively the effects of the program
except through testimonial reports. However, greater than 80% of the program
participants are still employed by the CSU.

The Disabled Emnlovees Assistive Device Proaram. The program encourages the
hiring and retention of disabled faculty and staff employees by providing
funds for adaptive equipment (e.g., special chairs, computer enhanced
displays) and auxiliary assistance services (e.g., readers, interpreters).
This program was initiated in 1980-81 and has a current budget of $275,000 per
year, with the increase of $75,000 added jJust this budget year. The program
currently serves approximately 200 faculty and staff a year. The pattern of
requests for assistance has been changing so that requests for auxiliary
assistance has grown to 474 of the total funds requested; in 1981-82, 13% of
the requests were for auxiliary assistance. Thirty-six percent of the
requests for assistance are now repeat requests from the previous year. These
patterns of requests may indicate that some disabilities may be becoming more
debilitating as the CSU work force ages. The needs served by this program may
increase over the next few years.

The Foraivable Loan/Doctoral Incentive Prodram

This program, funded by the Lottery Revenue Budget at $ 500,000 per year for
three years, 1s to increase the effectiveness of recruitment of minorities and
women to the CSU facuity. Doctoral students in disciplines which are
underrepresented by minorities and women in the CSU are selected to receive
loans of up to $10,000 per year for up to three years to assist them in
completing their doctoral studies. Upon completion of their doctorates, if
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the students become full-time faculty members in the CSU, their loans will be
forgiven at the rate of 20% per year for 5 years. The program was initiated
in 1987 with 50 awards. The response from the campuses was overwhelming, a
total of 269 doctoral students were sponsored by faculty members for this
program. As a result of the high level of interest in the program, the
program was augmented by $100,000 to increase the number of student funded to
60. Because of the importance of the program for increasing the diversity of
the CSU faculty, an augmentation to fund 40 more doctoral students will be
requested from the 1988-89 Lottery Revenue Fund.
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UNIVERSITY OF CALIFORNIA
AB605 REFORT

I. INTRODUCTION

Under Section 66903.1 of the State Bducation Code (Assewbly Bill No.605), the
University of Califormia is required to submit on a biemnial basis to the
California Postsecondary Education Cammissicn a report on the representation and
utilization of minorities and women among its academic, administrative and other
employees. In addition, the University is required to provide narrative
evaluations of its affirmative action progress.

The purpose of this report is to comply with AB605 by providing information which
describes the University’s statistical progress as well as its initiatives in
affirmative action, as of 1987.

II. ACADEMIC AFFIRMATIVE ACTION

A. Academic Emplovees: A Statistical Profile

This section discusses the data presented in Tables II-1, II-2, and II-3. Table
I1-1 illustrates changes between 1977 and 1987 in the number and proportion of
minorities and women among full-time C academic employees, including ladder rank
(professors, associate professor, assistant professar, and lecturers with
security-of-employment), and nonladder rank faculty.

During this time period, women gained representation in all ranks, advancing from
679 (10.2 per cent} to 1,036 (14.4 percent) among the ladder ranks, and fxom
1,698 (25.3 percent) to 1,959 (32.0 percent) among the nonladder ranks. Among
minority groups, Asian men made the most gains, from 274 (4.1 percent) to 416
(5.8 percent) among the ladder ranks, and from 434 (6.5 percent) to 528 (8.6
percent) among the nonladder ranks. Other minority groups, however, have made
only slight progress. 2Amcng the ladder ranks, black males have barely changed
from 99 (1.5 percent) to 101 (1.4 percent), while Hispanic males have increased
from 146 (2.2 percent) to 189 (2.6 percent). However, among the tenured faculty,
black males increased from 56 (1.1 percent) to 85 (1.4 percent), and Hispanic
males fram 79 (1.6 percent) to 145 (2.4 percent). ‘These gains represent
advancement into the tenured renks of assistant professors hired prior to 1980.
Among assistant professors, representation of black and Hispanic males has
declined from 40 (2.7 percent) to 11 (1.0 percent), and from 63 (4.2 percent) to
39 (3.6 percent), respectively. The mmbers of Asian, Hispanic and black women
among the ladder ranks have increased slightly, but their representation remains
low. 1In 1987, there were 63 (0.9 percent) Asian women, 48 (0 7 percent) Hispanic
wamen, and 29 (0.4 percent) black women.

Table II-2 presents a sumary of the changes in mumber and representation of
women and minorities among the ladder rank faculty between 1977 and 1987. Among
full professors, the total mmber during this period increased fram 3,454 to
4,627; the number of wamen increased from 142 to 368; and the mumber of
minorities increased from 245 to 436. The representation of women increased fram
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4.1 percent to 8.0 percent. 2Among associate professors, the number of faculty
declined from 1,565 to 1,393, a decrease of 11.0 percent. In spite of this, the
number of wamen associate professors increased from 159 to 310, and the mmber of
minority associate professors increased from 138 to 188. The representation of
women associate professors increased from 10.2 percent to 22.3 percent, and the
representation of minority associate professcrs increased fram 8.8 percent to
13.5 percent. Finally, the representation of women assistant professors
increased from 22.6 percent to 29.1 percent, and the representaticn of minority
assistant professors increased from 14.7 percent to 20.0 percent.

Table II-3 presents data regarding new appointments to the ladder rank faculty
for the years 1985-86 and 1986-87. A total of 679 appointments were made to the
ladder rank faculty, including 85 minority male professors (12.5 percent), 29
minority female professors (4.3 percent), and 134 white female professors (19.7
percent). 2Among minorities, Asian males received 53 appointments, representing
7.8 percent of the new hires. Nine black women, and 8 black men received
appointments, representing 2.5 percent of the new hires. A total of 134 white
women received appointments (19.7 percent) with 100 hired as assistant
professors, representing 24.6 percent of the total number of new appointments of
assistant professors.

B. Academic Affirfmative Action: Narrative Evaluations

The University of California has initiated academic affimmative actions programs
to improve the representation of minorities and wamen on the ladder rank faculty.
While these programs are not sufficiently mature to permit a camprehensive
evaluation of their effectiveness, sane indications of success are available.
The programs range from ocutreach to prospective minority graduate students to
encourage their pursuit of academic careers to postdoctoral fellowships that aim
to increase the caompetitiveness of minority and women candidates for faculty
positions. Four programs will be described and their impact assessed.

1. Graduate Outreach. Active recruitment and early introduction to the rewards
of research and scholarship, along with financial support for graduate study, are
essential to attract minority and wamen students into careers as faculty,
particularly in certain academic areas. Minority students and women tend to
gravitate toward professional programs especially in law, business and medicine.
For example in 1986, among University graduate students, only 31 blacks and 47
Chicanos were enrolled in graduate studies in the life sciences, as campared to
153 blacks and 166 Chicanos enrolled in law; among wamen, only 51 Ph.D. degrees
were awarded in the physical sciences, as campared to 302 J.D. degrees.

Until 1986, Office of the President support for outreach to increase the
enrollment of minority and wamen graduate students was a small portion of the
University’s effoarts, with only $150,000 distributed among the nine campuses.
These funds were used to supplement campus support of faculty and staff
recruitment travel, prospective student visits to the campus, cocperative
relationships among faculty and administrators of the University of California,
California State University and other campuses, and student workshops and
conference.

In 1986-87, with the addition of $200,000 in State and University fimds, outreach
efforts were intensified. Most of the additional funds were used to establish

2



summer research internship programs, designed to attract and prepare talented
minority and wamen undergraduvates from the University of California, the
California State Universities, as well as out-of-state institutions for graduate
study at UC. These programs were initiated in the summer of 1987 at seven of the
nine campuses. Follow-up with the 76 students enrolled in these programs is
expected to have an impact on new graduate enrollments. Participating students
were fram UC, CSU, andctﬂiercampusesandlncluded 38 (50percent) in math and
science, 36 (47 percent) in the social sciences, and 2 (3 percent) in humanities.
There were 32 blacks, 33 Hispanics, 3 Asians, 3 American Indians, and 5
Filipinos. Since 1985 the San Francisco campus has enrclled a total of 21
students in a summer r&seamh internship program, and 11 of these students have
since enrolled in a UC graduate progrem. These results suggest that this kind of
program can succesd in preparing students for successful competition in the
difficult selection process for admission to gradvate study at the University of
California.

2. Research Assistantship/Mentorship Proaram. Once enrolled, graduate students
recquire financial support and encouragement. In addition, faculty mentorship, a
crucial component of academic success, is essential. The Research
Ass:.stantsh:.p/MentorshJ.p program provides both of these essential camponents to
minority and wamen graduate students.

The University has supported this program since 1984-85. It provides for the
development of advanced research skills and academic career development. In
addition an emphasis on mentorship in this and other WC academic affirmative
action program draws upon research that demonstrates the positive effects of
faculty mentoring on the attainment of professicnal and academic career goals.
Under faculty memtorship, students enjoy the benefits of professicnal
socialization as well as the acquisition of competence. Supported by $500,000 in
State funds (increased to $610,000 in 1987-88), approximately 50 students across
the nine campuses amnually participate in this program as half-time research
assistants. Awards are tailored to the academic worklocad and financial needs of
the students.

To determine the impact of this program on the acquisition of skills, and the
academic career commitment of the students involved, a survey was distributed to
all students and faculty members who participated in the program during the 1984-
85 and 1985-86 academic vyears. Among the mentors, 86 percent expressed
satisfaction with the program. Student participants responded that the program
provided support and quidance toward the campletion of their graduate studies,
and reinfarced their career goals in University teaching and research.

3. Dassertation-Year Fellowshins. To enable minority and wamen Ph.D. degree
candidates who demonstrate academic procmuse to devote full attention to the
carmpletion of their doctoral dissertations, the University offers dissertation-
year awards that carry a stipend of $12,000, plus $500 for research expenses.
This progream was initiated in 1986-87 with $200,000 in State and University
funds. Seventeen Ph.D. degree candidates, at least ocne fram each of the nine
campuses, were selected for awards in 1986-87 on the basis of their high
potential for academic careers and their satisfactory progress towards campletion
of all Ph.D. degree requirements. Award recipients included 7 blacks (3 men and
¢ wamen), 9 Hispanics (3 men and 6 women), and 1 American Indian man. Their
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Ph.D. disciplines encampassed the physical sciences (2), life sciences (3),
social sciences (4), history (3), and humanities (5).

With increased funding, (an additional $200,000 in State fimds was provided in
1587-88), the mmmber of award recipients has since increased to 32. 'The 1987-88
recipients include 7 blacks (2 men and 5 wamen), 14 Hispanics (8 men and 6
women), 2 Asian women, 2 American Indians (1 man and 1 woman), 1 Filipino man,
and 6 white women. Their Ph.D. disciplines encampass mathematics and science
(16), social sciences (9), and humanities (7).

Program evaluation guidelines call for each campus to maintain records on all
dissertation award recipients, and for the Office of the President to make
available the curriculum vitae of these outstanding University Ph.D. degree
holders for purposes of faculty recruitment.

4. The President’s Fellowship. To increase the campetitiveness of outstanding
minority and wamen Ph.D. degree holders for faculty appointment at the University
of Califormia and other major research institutions, the University has
established a program that provides postdoctoral research fellowships. | Awards
are for one year with renewal for a second year pending demonstration of
satisfactory progress. A major feature of this progrem is mentorship by
University of California faculty. Selection criteria include the merits of the
candidate’s research project, the quality of mentorship support, and lett=rs of
reconmendation. Fellows receive a stipend ranging fram $22,000 to $28,000, a
research allowance of $4,000, health benefits, and reimbursement of intercampus
travel expenses (up to $500) to deliver papers, or participate in conferences.

Funding of the program has grown from $500,000 in 1984-85 to $993,000 (in State
and University funds) for 1987-88. 2n indication of the program’s attractiveness
and the success of program publicity is the increase in the mmber of applicants
from 137 (1985-86) to 243 (1987-88), including an increase in the number of ncn-
UC applicants fram 56 to 140. The mumber and percentage of minority applicants
has also substantial increased, from 47 (34 percent) in 1985-86 to 102 (42
percent) in 1987-88.

Fraom 18 postdoctoral fellows selected in 1985-86, the program has grown to 44
fellows (25 new fellows and 19 renewals) in 1987-88. The 25 new fellows include
9 minority men, 8 minority wamen, and 8 white wamen. The minorities include 9
blacks (6 men and 3 wamen), 7 Hispanics (3 men and ¢4 wamen), and 1 Asian waman.
There are 3 fellows in mathematics, 6 in physical sciences, 9 in life sciences, 5
in social sciences, and 2 in humenities. A brochure that includes a brief
bibliography of each of the fellows has been distributed to all Academic Vice
Chancellors, and both the systemwide Program Advisory Comittee and the
University Senate Committee on Affirmative action have assisted in disseminating
information to appropriate department chairs to encourage recruitment of the
President’s Fellows for faculty appointments.

While it is too soon to assess the President’s Fellowship Program in terms of its
impact an faculty hiring, there is no doubt that the program is increasing the
pool of qualified minority and wamen candidates available for faculty
appointments at the University of Californmia and other major research
universities.



In addition to the four affirmmative action programs described above, most
campuses employ special recruitment strategies to facilitate the hiring of
minority and women faculty. One of these is the Targets of Opportunity for
Diversity Program. Under this program campuses meke available a special faculty
position and encourage departments to identify highly qualified minorities and
wamen who would be esxcellent candidates for faculty appointment. Candidates
identified through the Targets of Opportunity Program then undergo the customary
rigorous evaluation and review that maintains the University’s standards of
excellence. Other than a waiver of the formal search requirement, the Targets of
Opportunity recruitment process thus follows all formal requirements of academic
peer review.

The total mumber of faculty members hired through this program has grown from 7
appointed in 1582-83 to a total of 66, as of 1985-86, with 10 appointments
pending. The 66 faculty members appomted include 18 men (5 blacks and 13
Hispanics), and 48 women (5 blacks, 9 Hispanics, 7 Asians, 26 white, and 1
unstated). They are hired at var.i.cus ranks: 25 as full professors, 10 as
associate professors, 27 as assistant professors, 3 as acting assistant
professors, and 1 as a lecturer with security of employment.

Finally, to assist the career development of minority and wamen junior faculty,
the University has since 1978~79 provided grants for research support and summer
salary supplements through the Faculty Career Development Program. This program
serves as an incentive in the recruitment of new minority and wamen junior
faculty, who can expect heavy deamands on their time for student counseling, and
University and commity service. Initially, the campuses provided all
applicants with small grants; however, more recently, program administrators have
invited faculty to compete for larger awards, including support for one quarter’s
released tame, as well as research support. In 1985-86, with a systemwide budget
of apprc:x:.mately $460,000, 80 faculty members received awards. Recipients
included 22 male faculty (7 blacks, 9 Hispanics, 5 2Asians, and 1 white,
handicapped), and 58 wamen (2 blacks, 5 Hispanics, 4 Asians, and 47 white).

In 1986-87, the University added a special Pre-Tenure Award to its Faculty Career
Developnent Program. This new program is intended to assist a minority or woman
assistant professor prepare for the formal mid-career appraisal. This special
award provides financial support for a substantial period of released time, plus
research assistance, and alsc may include senior faculty mentorship. In 1986-87,
$250,000 in State and Umiversity funds was allocated to support Pre-Tenure
awards, and in 1987-88, program support was increased to $400,000. Twenty junior
faculty members received the Pre-Temure Award in 1986-87. They included 13 white
wanen and 6 minorities (1 black, 3 Hispanics, 2 Asians, and 1 American Indian).

This program expansion was based on an informal survey of minority and women
junior faculty who indicated that such support was critical to their advancement
to tenure. The following are excerpts from facuity who have receirved support
from the Faculty Career Development Program:

The award was of great assistance to me in consolidating
my research. It allowed me to develop a solid research
base from which several papers will be published. It



also allowed me to prepare with more depth one of the
courses I was teaching. I believe that the award helped
me in my pramotion to tenure.

Professor of Engineering, Berkeley

The award allowed me to finish a large-scale production
with a deadline, and later brought other funding. I
could not have done this if I had not had time off from

my regular duties.
Frofessor of Fine Arts, Irvine

The award has greatly benefited my scholarly advancement

toward promotion as Associate Professor. And it is

fitting that the program continue to give priority to
Professor of English, UCIA

I believe the award has had a positive impact on my
chances of advancement. At a very critical time in my
career, I was able to camplete an important piece of
work, prepare it for publication and, present it at
national meetings. I have been informed that my
department has unanimously recommended me for pramotion
to Associate Professor.
Professor of Biology, Riverside

C. Conclusion

This review of affirmative action programs indicates that the University of
California is contimuing to provide increased opportunities for minorities and
waren to pursue academic careers. The involvement of University faculty in these
endeavors, and their cooperation in the recruitment and advancement of mincrity
and women faculty is an important camponent of the success of the University’s
efforts to increase the diversity of the faculty.



TAELE II-1

UNIVERSITY OF CALIFORNIA
FULL-TIME ACADEMIC EMPLOYEES

1877 TO 1987

-- HEN —-ceccmccccccmcmcnnaaa m—- WOMEN --

GRAND MEN AMERICAN WOMEN AMERTCAN

LADDER RANKS TOTAL TOTAL WHITE  BLACK HISP  ASIAN  INDIAN TOTAL WHITE  BLACK HISP  ASIAN INDIAN

PROFESSORS

1877 Number 3,454 3,312 3,075 30 46 154 7 142 134 2 3 3 0
Percent 100.0% 95.5% §9.0% G.9% 1.3% 4.5%  0.2% 4.1% 3.9% 0.1% 0.1 O0.1% 0.0%

1979 Number 3,715 3,546 3,274 i 56 177 8 169 162 1 3 3 0
Parcent 100.0% 95.5% 88.1%  0.8% 1.5%  4.8%  0.2% 4.5% 4.45 0.0%  O0.1% 0.1%  0.0%

1981 Number 3,936 3,21 3,423 38 64 189 7 215 205 2 5 3 0
Percent 100.0% 94.5% 87.0% 1.0% 1.6 4.8%  0.2% 5.5% 5.2% 0.1 0.1% 0.1%  0.0%

1983 Number 4,235 3,972 3,634 42 76 214 L 263 246 4 6 7 ]
Percent 100.0% 93.8% 85.8% 1.0% 1.3%  5.1%  0.1% 6.2% 5.8 0.1 0.1 0.2%  0.0%

1985 Number 4,540 4,224 3,84 48 88 233 11 e 292 7 8 9 0
Percent 100.0% 93.0% 84.7% 1.1 1.9% 5.1% 0.2% 7.0% 5.4% 0.2% 0.2% 0.2% 0.0%

1987 Humber 4,627 4,258 3,858 49 102 239 1 368 333 8 11 14 rd

Percent 100.0% 92.0% 83.4% 1.1 2.2% 5.2% 0.2% 8.0% 7.2% 0.2% 0.2x 0.3% 0.0%

ASSOCIATE PROFESSORS

1977 Number 1,565 1,406 1,286 26 KX 57 4 159 141 4 7 6

Percent 100.0% 89.8% 82.2% 1.7% 2.1 3.6% 0.3% 10.2% 9.0% 0.3% 0.4% 0.4%  0.1%
1979 Humber 1,539 1,351 1,206 33 49 58 5 188 166 6 7 8

Percent 100.0% 87.9% 78.4% 2.1y 3.2% 3.8 0.3 12.2% 10.8% 0.4%  0.5% 0.5% 0.1%
1981 Humber 1,504 1,270 1,124 e 53 57 6 234 200 9 9 13 3

Percent 100.0% 84.4% 74.7%  2.0% 3.5% 3.8% 0.4% 15.6% 13.3% 0.6%  0.6% 0.9 0.2%
1683 Number 1,457 1,202 1,062 35 a7 54 4 285 218 8 9 17 3

Percent 100.0% 82.5% 72.9%  2.4% 3.2% i 0.3% 17.5% 15.0% 0.5  0.6% 1.2 0.2%
1985 Number 1,386 1,103 957 ki) 39 67 2 283 244 7 12 18 2

Percent 100.0% 78.6% 69.0% 2.7% 2.8% 4.8% 0.1% 20.4% 17.6% 0.5 0.9% 1.3%  0.1%
1987 Number 1,393 1,083 936 36 43 67 1 310 269 8 15 18 e

Percent 100.0% 17.7% 67.2%  2.6% 3.1%5  4.8% 0.1% 22.3% 19.3% 0.6% 1.1% 1.3%  0.0%

LECTURERS WITH SECURITY OF EMPLOYMENT

1977 Number 125 a3 70 3 4 5 1 42 38 2 1 1 9
Percant 100.0% 66.4% 56.0% 2.4%  3.2%  4.0% 0.8% 33.6% 30.4% 1.6 0.8% 0.8%5 0.0%
1979 Wumber 133 a 67 4 5 7 1 49 41 2 2 k} 1
Percent 100.0% 63.2% 50.4% 3.0 3.8% 5.3% 0.8% 36.8% 30.8% 1.5% 1.5%  2.3%  0.8%
1981 Humber 114 73 56 3 6 7 1 41 35 1 2 2 1
Percent 100.0% 64.0% 49.1% 2.6% 5.3% 6.1% 0.9% 36.0% 30.7% 0.9% 1.8% 1.8%  0.9%
1983 Number 117 17 59 4 6 7 1 40 34 0 2 9 t
Percent 100.0% 65.8% £0.4% 3.4% 5.1y  6.0% 0.9% 34.2% 29.1% 0.0% 1.7% 3.ax 0.0%
1985 Humber 119 7 58 3 5 7 1 45 38 0 2 4 1
Percent 100,0% 62.2% 48.7% 2.5% 4.2% 5.9% 0.8% 37.8% 31.59% 0.0% 1.7% 3.a5 0 0.8%
1987 Humber 125 79 62 5 5 6 1 46 38 0 3 4 1

Percent 100.0% 63.2% 49.6% 4.0% 4.0v  4.8%  0.8% 36.8% 30.4%5  0.08 2.4%  3.2%  0.8%



TARLE IT-1 (continued)

---------------------

GRAND MEN
LADDER RANKS TOTAL TOTAL WHITE
ASSISTANT PROFESSORS
1977 Number 1,486 1,150 983
Percent 100.0% 77.4% 66.2%
1979 Humber 1,333 993 851
Percent 100.0% 74.5% 63.8%
1981 Humber 1,158 850 729
Percent 100.0% 73.4% 63.0%
1983 Number 1,101 812 689
Percent 100.0% 73.8% 62.6%
1685 Number 1,066 761 636
Parcent 100.0% 71.4% 59.7%
1987 Number 1,072 760 603
Percent 100.0% 70.9% 56.4%
TOTAL LADDER RANKS
1977 Humber 6,630 5,051 5,414
Percent 100.0% 89.8% B1.7%
1979 Number 6.720 5,974 5,398
Percent 100.0% 88.9% 80.3%
1981 Number 6,712 5,914 5,332
Percent 100.0% 88.1% 79.4%
1983 Number 6,910 6,063 5,444
Percent 100.0% 87.7% 78.0%
1985 Number 7.111 6,162 5,495
Percent 100.0% 86.7% 77.3%
1987 Number 7.217 6,181 5,461
Percent 100,0% 85.6% 75.7%

BLACK

40
2.7%
36
2.7%
23
2.0%
19
L.7%
14
1.3%
11
1.0%

99
1.5%
104
1.5%

94
l.4%
100
1.4%
103
l.4%
101
1.4%

HISP

63
4.2%
45
3.9
36
3.1%
38
3.5%
36
3.4
39
3.6%

146
2.2%
155
2.3%
159
2.4%
167
2.4%
168
2.4%
189

------------------------------------------- WOMEN
AMERICAN WOMEN
ASIAN  INDIAN TOTAL  WHITE  BLACK HISP
58 6 33 285 15 14
3.os 0.4% 22.6% 19.2% 1.0%  0.9%
57 4 40 286 14 11
4.3  0.3% 25.5% 21.5%  1.1%  0.8%
59 3 08 269 11 6
5.1% 0.3% 26.0% 23.2% 0.9%  0.5%
64 rd 289 249 13 11
5.8% 0.2% 26.2% 22.6% l.2x  1.0%
13 2 305 257 14 17
6.8% 0.2% 28.6% 24.1% 1.3%  1.6%
104 1 12 253 13 19
9.7%  0.1% 29.1% 23.6% 1.2%  1.8%
274 18 679 598 23 25
4.1%  0.3% 10.2% 9.0 0.3 0.4%
299 18 746 655 23 23
4485 0.3% 11.1% 9.7% 0.3 0.3%
312 17 798 709 23 22
4.65 0.3% 11.9% 10.64 0.3 0.3%
339 13 847 747 25 28
4.9%  0.2% 12.3% 10.8% 0.4%  0.4%
380 16 949 831 28 39
53% 0.2% 13.3% 11.7%  0.4%  0.5%
416 14 1,036 893 28 48
5.8  0.2% 14.4% 12.45  0.4%  0.7%

2.6%

AMERICAN
ASIAN  INDIAN
18 4
1.2%5  0.3%
26 3
2.0 0.2%
21 1
1.8 0.1%
16 ¢
1.5% 0.0%
16 1
1.5%  0.1%
27 0
2.5 0.0%
28 5
G.4x  0.1%
40 ]
0.6%  0.1%
39 5
0.6 0.1%
44 3
0.6% 0.0%
47 4
0.7% 0.1%
63 3
0.9% 0.0%



TABLE II-1 (continued)

--------------------- MEN - mmmmmmcemeoccamee-—== HOMEN
GRAND HEN AMERICAN HOMEN
LAODER RAMNKS TOTAL TOTAL WHITE  BLACK HISP  ASIAN  INDIAN TOTAL  WHITE  BLACK HISP
HON-LADDER RANKS
1977 Rumber 6,709 5.011 4,355 84 113 434 25 1,698 1,427 69 44
Percent 100.0% 74.7% 64.9% 1.3% 1.7%  6.5%  0.3% 25.3% 21.3% 1.0 0.7%
1979 Number 6.779 4,903 4,204 75 155 458 11 1.876 1,571 75 51
Percent 100.0% 72.2% 62.0% 1.1  2.3% 6.8% 0.2% 27.7% 23.2% 1.1%  0.8%
1981 Number §,111 3,560 3,040 52 81 I 6 1,551 1,315 54 43
Percent 100.0% 69.7% 59.5% 1.0% 1.8% 1.3%  0.1% 30.3% 25.7% 1.1 0.8%
1983 Number 5,360 3,683 3,084 43 118 435 3 1,677 1,423 58 40
Percent 100.0% 68.7% 57.5% ¢.8% 2.2x 8.1% 0.1% 31.3% 26.5% 1.1¥ 0.7%
1985 Number 8,621 3,824 3,225 39 113 438 9 1,797 1,509 59 50
Percent 100.0% 68.0% 57.4%  0.7%  2.0% 7.8% 0.2% 32.0% 26.8% 1.0  0.9%
1987 Number 6,118 4,159 3,458 48 121 528 4 1,958 1,608 6t 61
Percent 100.0% 68.0% 56.5%  0.8% 2.0  8.6% 0.1% 3z2.0% 26.3% 1.0% 1.0%
TOTAL ACADEMIC WORKFORCE
1977 Number 13,339 10,962 9,769 183 259 708 43 2,317 2,026 92 69
Percent 100.0% 82.2% 73.2% 1.4% 1.9% 5.3% 0.3% 17.8% 15.2% 0.7%  0.5%
1979 Number 13,499 10,877 9,502 179 0 757 29 2,622 2,226 98 74
Percent 100.0% 80.6% 71.1% 1.3  2.3% 5.6% 0.2% 19.4% 16.5% 0.75 0.5%
1981 Number 11,823 9,474 8,372 146 250 683 23 2,349 2,024 77 £5
Percent 100.0% 80.1% 70.8% 1.2 2.1% 5.8% 0.2% 19.9% 17.1% 0.7%  0.5%
1983 Number 12,270 9,746 8,528 143 285 774 16 2,524 2,170 a3 68
Percent 100.0% 79.4% 69.5% 1.2 2.3% 6.3%  0.1% 20.6% 17.7% 0.7%  0.6%
1985 Number 12,732 9,986 8,720 142 281 g18 25 2,746 2,340 87 89
Percent 100.0% 18.4% 68.5% 1.1% 2.2% 6.45 0.2% 21.6% 18.4% 0.7% 0.7%
1987 Humber 13,335 10,340 8,919 149 310 944 18 2,995 2,501 90 109
Percent 100.0% 77.5% 66.9% 1.1% 2.3% 7.1%  0.1% 22.5% 18.8% 0.7% 0.8%

Source: Biennial Higher Education Staff Information (EED-6) Reports

Note* since 1979, Student Assistant titles have been exciuded from the Non-Ladder Ranks and Total Academic Workforce data.

AMERICAN
ASIAN  INDIAN
148 i0
2.2% 0.1%
169 10
2.5%  0.1%
13 8
2.6 0.2%
146 10
2.7 0.2%
171 8
.ex 0.1%
223 6
368 0.1%
176 15
1.3%  0.1%
209 15
1.5  0.1%
170 13
1.4%  0.1%
190 13
1.5 0.1%
218 12
1.7%  0.1%
286 8
2.1%  0.1%



TARLE IT-2
UNIVERSITY OF CALIFORNIA
LADDER RANK FACULTY

MINORITIES AND WOMEN
1977 TO 1987

PERCENT
HUMBER REPRESENTATION

RANK 1977 1987 1977 1987
PROFESSORS

Minorities 245 436 7.1% 9.4%
HWomen 142 368 4.1% 5.0%
Al 3,454 4,627 100.0% 100.0%
ASSOCIATE PROFESSORS

Minorities 138 188 8.%% 13.5%
Homen 159 310 10.2% 22.3%
All 1,565 1,393 100.0%  100.0%
ASSISTANT PROFESSORS

Minorities 218 214 14.7% 20.0%
Homen 336 312 22.6% 29.1%
All 1,486 1,072 100.0%  100.0%
ALL RANKS

Minorities 601 838 9.2% 11.8%
Homen 637 990 9.9% 14.0%
Al 6,505 7,092 100.0% 100.0%

Note: excludes Lecturers with Security of Emplayment
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TABLE I11-3

UNIVERSITY OF CALIFORNIA
NUMBER AND PERCENTAGE OF LADDER RANK FACULTY
NEW APPOINTHENTS, 1985-86 & 1986-87

— MEN - ——- WOMEN = - e mmme S,
GRAND MEN AMERICAN WOMEN AMERICAN
LADDER RANKS TOTAL TOTAL WHITE BLACK HISP ASIAN  INDIAN TOTAL WHITE BLACK HISP ASIAN  INDIAN
PROFESSORS
Number 196 171 153 3 ] 10 1 25 18 3 1 1 1
Percent 100.0% 87.2% 78.1%  1.5%5 2.0% 5.1%  0.5% 12.8% 9.25 2.05 0.5% 0.5%  0.5%
ASSOCIATE PROFESSORS
Humber 76 57 a7 1 3 6 0 19 16 1 2 0 0
Percent 100.0% 75.0% 61.8% 1.3%  3.9% 7.9%  0.0% 25.0% 21.1%  1.3%  2.6%  0.0%  0.0%
ASSISTAKT PROFESSORS
Number 407 288 231 3 15 37 1 119 100 4 6 9 0
Percent 100.0% 70.8% 56.8% 1.0%8 3.7%  0.1%  0.2% 29.2% 24.65 1.0% 1.5% 2.2%  0.0%
TOTAL LADDER RANK
Number 679 516 431 8 22 53 2 163 134 9 9 10 1
Percent 100.0% 76.0% 63.5% 1.2% 3.2 7.8% 0.3% 24.0% 19.7% 1.3% 1.3% 1.5% 0.1%

Note: this data presents all, full and part-time, Ladder Rank Faculty appeiniments.
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III. STAFF AND MANAGEMENT AFFIRMATIVE ACTION
A, Statistical Profile. 1975-1987

During the twelve-year period (1975 to 1987) covered by this report, total
headcount for career staff and management personnel at the University of
California rose fram 38,626 in 1975 to 53,046 in 1987, an increase of 14,420
ermployees, or 37.3%. Minority represemtation grew from 11,435 to 18,250, an
increase of 6,815 employees, or 59.6%. Female representation increased from
24,360 to 34,875, a gain of 10,515 employees, or 43.2%.

As the total nmumber of enployees grew, minorities and waomen increased both in
numbers and as a percentage of the workforce: minorities increased 4.8
percentage points, fram 29.6% in 1975 to 34.4% in 1987; wamen increased 2.6
percentage points, from 63.1% to 65.7%.

The statistics for the pericd 1975 to 1987 indicate progress for minorities and
wamen within almost all job categories of staff and management perscmnel at the
University.

Table 1 illustrates changes over this twelve-year time period in the

of minorities and wamen within each of the following EEO-6 job categaries for
staff and management: Executive/Administrative/Managerial, Professicnal Non-
Faculty, Secretarial/Clerical, Technical/Paraprofessional, Skilled Craft, and
Service/Maintenance. The first four colunms of Table 1 show the percentages of
both minorities and women within each EEO-6 category during the years 1975 and
1987, respectively. The fifth and sixth colums show proportional changes
between 1975 and 1987 for minorities and women within each occupational
category.

As Table 1 indicates, minority representation has increased in all EEO-6
categories since 1975. The greatest increases occurred in the Skilled Craft
category, where the proportion of minorities rose by 9.4 percentage points, and
in the Secretarial/Clerical category, where a gain of 8.4 percentage points was
achieved. Minorities now represent 28.3% and 36.8%, respectively, of those job
categories. Minorities alsoc increased in proporticn by 4.1 percentage points
to 14.2% of the total Executive/Administrative/Managerial category, by 5.4
percentage points to 24.2% of the total Professiocnal Nen-Faculty category, by
5.4 percentage points to 40.0% of the total Technical/Paraprofessional
category, and by 7.3 percentage points to 66.1% of the total
Service/Maintenance category.

Wamen gained in four of the six EBO-6 Jjob categories. The greatest
proportional gain was achieved in the Executive/Administrative/Managerial
category, where wamen increased by 22.8% percentage points. Wamen now
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represent 46.6% of that category. In addition, women represent 69.3% of the
Professional Non-Faculty category, an increase of 7.5% percentage points since
1975. Wamen also made gains in the Technical/Paraprofessional and Skilled
Craft areas, where the proportion of wamen increased by 1.7 and 3.0 percentage
points, respectively. Female representation is now 51.3% of the
Technical/Paraprofessional category and 5.6% of the Skilled Craft category.

The proportion of waren decreased in two categories: Secretarial/Clerical (by
3.2 percentage points, frcom 86.8% to 83.6%) and Service/Maintenance (by 2.7
percentage paints, from 36.1% to 33.4%).

In summary, during the twelve years fram 1975 to 1987, the University has
achieved gains in the overall representation of both minorities and women in
its workforce. Minorities have increased in all occupaticmal categories during
this period of time, while women have made an especially noteworthy gain in the
Executive/Administrative/Managerial category.
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B. Prccrammatic Evzlvations i

This part of the report exsmines affirmacive acticn programs for staff and
menacement, with erpnasis on the Umiversity’s Employee Affivmative Actien
Cevelopment Procrams.

The University of Califormia follows a general policy of emplcyee develomment
for all staff and menagement pexrsamel, irssspective of sex, race, ethnicity,
cr other ncn-jcb-related perscnal characteristics. Under this general policy,
any emplcyee may apply to his or her superviscr or department head to partici-
pate in on- or offi-campus training prograws, courses, seminars, conferences,
and similar activities aimed at imroving emlcyees’ performance in their
present jobs or developing the skills, knewledce, and experience necessary for
acvancament and job mobility. Depending an the availability of departmental
fimds, the superviscr’s assessment of the emlcyee’s training needs, and
workload constraints, the deparment may provide support in the form of release
time and/or peyment of fees to participate in the program. 2Alsc under this
policy, any carcer employee who meets the admission reguirements of the
University is eligible for a two-thirds fee reductiom in order to emroll in
regular academic coursework.

In addition to, and distinct from, such general employee development activities
is the Employee Affimmtive Action Development Program. The Program was
initiated in 1978 with $604,700 in State General Funds and $300,000 in Univer-
sity Oppartunity Funds. It is intended to provide employee training and
development in surport of equal employment opportunity and affirmative action
for targeted groups, primarily minorities and women,

It is important to kesp in mind the relationship between the Employee Affirn-
ative Acticn Develorment Program and the University’s brcader affirmative
acticn persomel progrem, established in 1973 pursuant to Executive Qrder 11246
and the 1972 Education Emendments to Title VII of the Civil Rights Act. Under
the Executive Order, campuses are required to develcp written Affirmative
Acticn Plans, including identification of "grals and tumetables* for hiring
members of protected classes, and to establish mumerous other administative
prececures in arder to Implement such Plans and menitor comrliance with Fedsral
regulaticns. Throughcut mest of the 1970s, the University’'s afSirmative acticn
efforts were focused in that arsa, concantwating particularly on cutseach and
extarnal reccuitment activities in order to atizact minorities, wemen, and
other protscied-class membars into arsas of the University workforce whers thev
were urcargt:lized,

By the late 1970s, hcwever, it bscame arparsnc that mers cormpliance wath
Fedaral reculaticns was not sefiicient, and that additicnal progremmat-c
eflorts ware neeced. Although formal Affirwartive 2Acticn Plans ana hirmng grals
werz efizcive in bringing grsarar mookbes of mimeritiss, woomen, arc other
protected-class manbers into the University woercfcroe, a complementary stratsgy
was nesced in crder to enxcand career develorment and advancament cpporomities
for these entering and already in the workforces.

The Employee Affirmative Acticn Development Progrzm was institutad with this
cblective in mind. The primery targets of the Program are minorities, wamen,
and other protected-class members who are current emplcyees of the University.
Program funds are reserved exclusively for employee training amd develcpment
activities, as distinct fram acministrative expenditures for the University’s
affirmative acticn program.
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I. Overriew

The Employee Affirmative Acticn Develcrment Program consists cf three separate

coroenents for faculty, staff, and meragsment. The following secticns review
the StafZ Affirmat:ve Ac:.m Deve..c::r:ezu. Program and the Manacement Fellcwship
Program.

Staff and menagement progrems ars offersd and acdministered at the cammus level,
based on gerle"a'i guidelines established by the Office of the President.
Guidelines issued by the Office of the President for the Staff Affirmative
Acticon Develcrment Program incluce the following:

Priority should be given to finding projects which address the Taining and
develomment needs of wamen and minority emplovees, particularly whers such
Frojects may assist in qualifying women and minorities for pesiticons showing
underutilization of protected classes, as identified by the (campus)
affirmetive action officers.

Funds allocated under this program are not intended to be used for indirect
costs such as administrative salaries or office space.

Within these general gquidelines, camruses are permitted considerable flexi-
bility in designing specific programs tailared to their especific needs. 'The
range of programmatic offerings in the staff develcpment area is quite diver-
gified:

Career Development Workshops

Staff Affirmative Action Scholarships
Staff Affirmative Action Internships

Menagement Skills Assessment Program

0Q0o0O00O0

Each of these types of programs is reviewed below.

The Manzgement PFellowship Progrzm is characterized by a more wniform arprcach
accss campuses. The kev feature of this progrem is the placament of seiected
Fellows under the mt_r:-ahm cf a senior management official. Fellcwship
funding is conuingent upen apmroval by the Office of the President based cn
review of camrus propcsals. As indicarsd in the program guidelires, prfority
is given to funding pn:p::sals wnich ars "responsive to futrs menac=ment nascs
ard afl:tmetive acticn g::a..s of the carrus for specific protacted classes,.” and
whers the Fellowship will “provicde an experiencs whoch significantly enhancae
the rscigient’s ab...l_t'.r to comete nere ellscuively for Universicy marnacsment
posits ot senicr-isvel stafs and faculty meEmeers mey be recipients ¢of a
Maracz=ment Fellowship award.

IZ. Bvalrvat:cn Citaria

The Staff Affirmative Acticn Develcrment Program and the Management Fellcwship
Program are evaluated by camruses and the Office of the President. TFor
purpcses of this review, three main criteria will be considered: targeting of
intended groups, program ccsts, and program effectiveness.
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a) Tarzeting of intended growss. This refers to the demograrhic gofile of
program participants, speciiically their breskdown bv race and sex. Given
that mincrities and women are the promery targets of these pregz=ns, this
factor should be reflected in the actual compesitieon of ETrogram partici-
Fants. It must be noted, however, that scme progrems are not limited
exclusively to woren and mincrities, arnd other esplcyess are also eligmhrile
to apply.

b) Prooram costs. This criterion is exomined primerily in terms of the
coparative cost per participant of diffsrent programs.

¢) Procrem effectiveness. This refers to the relative effectivensss of
procrams in incressing career mohility ameng participants, as indicated by
subsecuent promoticns or reclassificaticns. Twe caveats are essential,
First, d::etotheabsaceofacczrt:clgm:pagainstmichmcan;a:ethe
performence of program participants, no truly definitive assessment is
possible. Data on subseguent promoticns or reclassifications should
therefare be treated as merely suggestive of the long-term effectiveness of
different programs. Second, and equally important, same of the progrems
reviewed latar in this report are designed primerily to provide skills
assessment and development rather than to promcte career mohility. While
ﬂieove_fauajmofﬂmemplcyeeﬁﬁmtivemnevelcpnmt&ogmisto
enhance career mobility, specific campcnents of the program must be assessed
in terms of their cwn specific cbilectives.

ITII. Carear Develooment Woreshors -

This type of program has been offered at most campuses, albeit with scre
variaticns in program structure ard content, since 1978. In general, carser
development workshops take the form of small-group, lecture—and-discussicn
sessions over a period of several weeks, usually under the direction of an
emloyment counselor or trainer. Perticipating employees are introduced to
basic concspts of career planning and are encowraged to develcp indivicdualized
career plans, icentifying specific aress where further training or ccursewcrk
meybe necessery in orcer for the employes to prepzre for the carser geals which
he or she has ident:fied., In additicnm, participants are provicded guidancs cn
effective tachniques for resume writing, jcb intervriewing, and relatsd mattsrs.

A rerresentative example of thus type of progz=m is the Mid-Carser Plamning and
Develcmment Proq=m for Stafs Weoen ard Mner ity Emplcoyess at the Rivers-ze
carzus. A total of S8 emlcvess participatsd in the progrIm cver a thres—Ear
perzcd, 92 of wncm wers mincrotise and/cr wenen.  Procrem ooshs averzce< $58
Per parcicirent. 14 progrom parcicizants later rscsived prometions or umees
reclassiilcaticns, althougn it is imecss-tls to detzrmine the exiant to wnich
this was atiributable to the eliscts of the Frogr=m itself, for reascns given
abcve. Neverthelsss, enmplcyee respense to the Frogram wes quits favorcrle, and
demand for the Program led subsecuently to its incorporaticn as part of the
regulueg@;lgeedmelcgmtpmg:moffzingspmﬁdedthm@ﬂ‘ems
Perscnnel ice.

Cne of the main attracticns of this type of program is its generally low cost
in camariscn with other types of emplcyee develcpment programs. The main

limitaticn, however, is that short-term carcer counseling cannot be expected to
produce significant leng-term results in the ma‘ormty of cases. Carzer
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cdevelcpment workshops reprssent only & necessary first step; cnce the emicves
has formulated a realist-c career develcoment plan, additicnal rescurcss and
pregcrammeatic offerings must be mece available to brong the plan to fruiticn.

Fcr these reascs, Employee AfZirmative Action Development Progam finds have
besn used promarily as "seed" mmey to initiate caresr develcpment worksheps at
the camruses, especially during the earlier years of the Program. In acdditien
to RJ.‘V'E_"'SJ.de the Berkeley, Davis, Irvine, Los Angeles, and San Disco capuses
initizeed programs of this type during 1978-81. Once establisned, these
programs have in mest cases been integrated with recular emploves trzining and
develomment offerincs provided through the campus Perscnne! Office, foeeing
Affirmative Action Deve_c;mmt funds to suprort cother types of progr=mmatic
ac-ivities, as described bBelow.

IV. Staff Affirative Acticn Scholarshirs

This type of progrem provides small grants to support specific tzaining
activities and special coursewark. —Staff scholarships are often used in
cnjunction with, or as a follow-up to, career development workshops in arder
to adéress specific training needs identified in the employes’s career plan.
This type of programmatic approach has been emrhasized particularly at the
Irvine, Riverside, San Francisco, San Diege, and Santa Cruz campuses.

At the Irvine camrus, for exsmple, 266 staff scholarships were awarded from
Emlcyee Affirmative Action Development funds between 1978 arxd 1984. Of the
award recipients, 257, or 97 percent, were minority and/cor female staff
emloyess. The average size of award was $244 per participant. The awards
have besn used primerily to provide payment of fees for academic coursework,
attendance at profassicnal conferences, and similar activities related to ﬂxe
aemloyee’s specific career goals. Participant evaluations have besn extremely
favarable, and the program is consistently oversubscribed.

It is again difficult, hcowever, to assess the impact of such programs on
sul:se‘:ua'itjcbmba_'l_v"j 'H*;slsizuenotmlybecauseofthelackofa
control group, but also because scholarship ewards tend to be relatively small
and ars used tc surport specific esucaticnal and training activities of limited
duraticn., ‘Hws, as viewed by program participants t‘aanselves, the pmary
benefit of such awards is mest often viewed in terms of the jmmediate, tangibie
efiect in allcowing participants to attend school and acoumilate course coedlits
anc cther qualificaticns leading towerd an eventual cdegres or licemse.
Scrolarsnizs are alsc of immediats bermefit in develcping specific job skalls
ueefu] in the emicryes’s cur—ant jcb.

The imrecdiate bemefits that this tvee of progrom can proveds are llusimatsd by
the Miror-ty NMurze Eucaticn Suppert Proooom, introcvcad at the San F—=neisce
capris b&*f:m_':g in 198B1-32. Nu:"lng ecucaticn is beth an exc=isive ard a
lengthy undert taxing, and the tarminal cpleczive of an rﬁargz?.d'u_t. cr gracuata
dagres can take 6 to 8 years if purzued cn a part-time basis. In view of that,
the Program has been designed to provide repeat awards to par- ticipating
emplcyees over a multi-year pericd, and to provide screwhat larger awards than
in the case of other scholarship-type programs., In 1983-84, for example,
awards averaged appraximately $1,370 per participant, and were used to cover
bothpar“mlsajarymppartammdcsarxifeemorde:fcrpa:uc*pantsto
attend sc:‘mlmz_lem:jc:mg A total of 19 emplcyees have been served by the
Procram since its incertion, all of whcm have been minorities and/or women. Cf
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- the 19, two hzve thus far received promcticns, cne from Licensed Vecaticnal
Nurse to Clinical Murse I, the other foom Clinical Murse ITI to Acmnist—=tive
Nurse I. R betoer indicator of the success of the Progrem, however, is that
all the r=maining partocipants show contumuing progress toward a qualifying
degree and/cr Licemse in their chosen arsa, as indicatad by aczdemic
accomplisiments wiich are msasurable on a quarterly or semester wnit basis from
year to year. The follcwing participant responses are typical:

With the help of the Minority Nurse Bhuc=ticn Support Program I have been
allowed to contime my mursing educaticn. This progrem is a graat benefit
for pecple like myself who otherwise would not have bkeen able to contime
their educational exdesavor, withcut the survert of MNES?P.

mis[progm]hasbaaagraathelpto-masmccmgﬁ"gmemmﬁ;meaﬁ
a2 relief that my assistance to my parents [from working] can contimue, If
this program were not available now I couldn’t contimue to go to school.

The Minority Nurse Bducation Support Program assisted my pursuit to my
mrsing education. It allowed time, momey and energy to concentrate an my
masters studies. Without the fund, I prcbsbly would have not been able to
contimie in my full course work and stady and grin from the program. I fesl
th:lammoﬁ.tysuppcrt[progﬁm]isbmeﬁdalaansaxyforaupecpleof
color.

v. Tecmical Skills Training Proarzms

These types of programs are targetad at specialized, technical job classi-
ficaticns, where minorities and women tend to be underrepresented. Such
programs typically utilize a combination of classroom amxd en~the-jeb tr=ining
in crcer to impart the basic techmical skills needed to advence into technical

An example is the Pharmacy Technicizn Training Progrem, intrcduced at the T
San Diego Medical Center in 1979-88. This program involved a 20-wesk course of
instruction, including both classrocm instructicn and en-the-job training. 19
employees particivated in the program at an aver=ge cost of $163 per
participant. (BEcwever, this cost reflects cnly Emplcyee Affi-mative Acticn
Develcoment furding, and dees not inclide other costs borme by the Medicsl
Center. ) 12 empiovees successiully coxpletad the course, of wham four,
including thrse wiite females and cne Hisvanic femle, were subsecuentlvy hized
as Fharmacy Tecmicians at the Medical C=nytsr,

The success cf the imt-al progrem spaasd simrlar progrommatic effcriz for
other tachnical classificaticens at the Medical Camrer, In 1820-31, the

Resparatery Tharapist Progmam was inittatae wath supoers from Emicyee ASSIm-
atere Acticn Develcrment fimding; of six toainess, thrae wers hored inoo the
Decarcment of Respiratory Thar=cy, includirng two hlack famalas arnd cne bBlack
male. Subsequently, the Medical Cantzr has intreduced a Esalth Carsers
Technical Taining Program, designed to provide a nine-week "core" introducticn
to hospital systams, medical terminology, and basic anatomy and physiolegy, and
has also cdevelcped a Dietary Traineeship Program, targeted at the Dietetic
Assistant jcb classification. Outcome data for the latter programs are not yet
available, ’

Santa Barbara is ancther campus that has emchasized this type of tachnical
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skills trawning program. Based on arsss of uderutilizaticon identified in the
camous  Affirmavive Acticn Plan, the campus Introduced specific t—mining
programs for Carmuter Operators/Word Procssscrs, Storekespers, and Publicaticons
and Lakrary Assistants. The Likvrary Assistant Training Progrem, for exampls,
involved a 1l2-wesk ccurse in wnich selectad amlcyess wers movided with
partial relesse time from their regular pesitions in order to learn auvtometsd
cataloging and bibliographic search techmicoes. A total of 21 erployees
parvicipated in the verious training programs over a three-year pericd at an
average cost of $839 per participant. All participants were mincrities and/or
wcmen . O0f the 21, ten subsequently received pramticns o upward
reclassifications at the Santa Barbera campas, and one received a promotional
transfer to ancther University camus.

As these results sucgest, the mein adventace of this tvee of tacimical skills
training program is that it can produce fairly drematic, short-tarm results at
relatively low cost. The mein limitation, however, is that this programmstic
approach is most suitad to paraprofessional job classificaticns requiring basic
techmical skills, but is less well suited to other occupaticmal areas
levels of the workforce. .

VI. Staff Affivmetive Action Intermshirs

These programs provide participants with an opporbumity to intern in, and grin
exposure to, & higher-level job rlassifimati~r to which they aspire. Intern-
ships are generally reserved for those in upper-level staff clasgificaticns
(e.g., Administrative Assistant ITI or equivalent and above), although there are
differences amcng campus programs in this regard. f%The (Clerical Intermnship

at the Riverside campms, for example, is targeted at the Administrative
Asgistant II level and below, while the Davis campus Mid-Management Intermship
Program is aimed at a scmewhat higher level and is intenxded to provide
oppartmities for staff employess to move into entry-level memagement and/or
superviscry pesitions. ‘The Santa Barbara campus cambines elewents of both:
the Middle Management Internship Progrem is designed to provide opportunities
to move into management, while the Career Experience Develcpment Progrzam
pemmits these at lower classifications to intesrn in the pesiticns vacated by
candidatss selectad for the mid-maragement program.

A total of 41 staff internships have been surportsd from Emplcyee Affirmative
Acticn Develcpment funds, all of which have been awarded to mnority and/or
forele staff emplcyess. The main cbstacle to exrandsd use of intsrmships is
the higher salary-reclaczment costs of this tvpe of progc=m as coparsd to
others: the average cost per particirpant for all intermshios wes $4,734, ard
thrs figure was ccasidsrably hicher in the cz2se of full-time intsrmships
evcanding cver a per-cd of severn! monchs., The average cost of a full-tome
intemmship for six menths was apmrocTataly $16,200.  For this rsescn, st=fz
intsrshizs can b2 offerad in mcst cases ocnly cn a part-tixe basis, usuwally for
12 to 16 wesks., This can pcse a preblem not cnly because of the limited
duraticn of the intesmship experienca, but also because participants must split
their time between their regular jcks and the intemship assigrments.

Nevertheless, despite their cost, and despite the fact that they can be offered
cnly en a part-time basis in mcst cases, intemships have proved to be amcng
the most effective of all Staff Affirmative Action Develcpment Programs. Of
the 41 staff intemships funded, 18 recipients have subsequently assumed
higher-level positions within the University, a “success” rate of 44 percent.
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In addition, ancther two have accspred higher-level pesitions cutside the
University.

As might be expectad, the "success” rate tends to ke hicher than the averace--
50 percent—for full time, loenger-tarm internshics than in the case of paxrt-
time, shcrtar-term placemenrs. However, becesuse of the lower cost of the
latter, thsy can be offered mcre frequently., Thus, even with a scmewhat lcwer
"success" rats, part-time, short~term intswnships have contributed to a greater
absolute mmber of promotions and wrwerd reclessifications. Evenl where
intemnships do not lead directly to advancement, the knowledce and exparience
gained can be of immediate bemefit in Improving employees’ per<ormance an their
curr=nt jobs.

VII. Mznac=ment Skflls Asssesnent Proaream

The Management Skills Assessment Program (MSAP) wes initiated in 1878-79 as
part of an intsrcampus, collaborative effort amcng the northern campuses of the
University. It is aimed primarily at mid-level acministrative and professional
staff employees (e.g., Administrative Analysts, Management Sexvices Officers).

MSAP is designed to provide a rigorous assessment of menagement skills,
includingareasofwedmessasmuasarasofstrmgﬂz. It is not, however,
a training program. While the assumption inherent in the program is that
employees will be encouraged to impxove on-the-job effectiveness and to develop
skillsneededforadvancerem,thepﬁmryammuediateobjectiveisto
provide participants with a realistic, candid, and thorocugh aporaisal of their
skills and potential for management positicns.

MEAP is conducted as an in-residence, three-to-five day program, during which
participants perfarm individual and group exsrcises simmlating menagement
activities, such as problem solving with a group, analyzing financial data, and
planning and organizing administrative tasks. After each exercise,
participants evaluate themselves and also cbtain aral and written feedback from
University managers, who act as assessars. Both the assessees and the
assesstrs mmepdre summary reparts which serve as the besis for a closing
interview, during which individual develccment plans are formlated, In
addition, upcn retumn to their home campuses, enployees are encoursged to mest
with their supervisors to review the asses=ment data in relaticn to their
present Job respensibilities and discuss indivicnal develcpment plans.

Wnile it is difficult to messurs the effscts of such a shors-term program in
any precise, quant:tative way, it is clear that participants themsslves visw
MEAP as highly lteneficmal. The follcwing restemses are tvpical of most
assessees:

What the Assessment Program has is credilnlisy. I believed what was said
abcut me. I came away with a clear picturs of my strengths and ‘areas of
neeced improvement’ and a new-found confidence in my ability to do my jcb.

The Management Skxills Assessment Program was extremely helpful in validating
gkills I had by was uneasy about using. Werking with the groups and the
assessors made me realize that my organizaticnal and leadership skills were
indeed just that, and not me being 'pushy’ or ‘bessy.’ ;

The Management Skills Assessment Program Is both a key and a mirror. The
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key unlocks the docrs to ocur inner selves—-the core to who we ars; the
mir—or lets us ses curselves as othars ses us.

In acdition, the benefits of thg rrogram extend bevend the assessees them-
salves, as the following coments of assessors and supervisors tascify:

The Progrem spur~ed me to assess the developmental nesds of mv own staff, to
icentify candidates far advancement, and to sesk broader profsssicnal
croortunities for myself. (assesscr)

The Assessment Program was one of the most perscnally rewerding activities
in which I participated.,.l believe it is cns of the best develomental
tools we can offer UC employess. (assessor)

My emlovee returned with a clearer, more active arprcach to her own
professional development, which mede my jcb as a menager easier,
(suparviscr)

had always been a top-notch staff amalyst, but came back from the
Assessment Program with a completely new attitude toward management. She
realized it was an important area of activity, devoted sericus attention to
it, and succeeded in handling a very difficult situation in the office. I
an tremendously impressed. (supezrvisor)

Demand for the Program has grown to the extent that in 1983-84, a separate
southern campus program was established, administeved by the Irvine campus.
The northermn campus Program continmues to be administered by the campus
and is offered twice yearly. Betwesn 36 and 42 assessess and 12 to 14
assessors from University menagement attend each sessicm.

Over 600 staff emplcyees have participated in MSAP since its incepticm, of
which appraximately 77 percent have been women and 36 percent mincrity staff
emloyees. Depanding on the locetion of the employee’s home campus, cost per
participant for fess and twensportation now aversges beteen $380 and $574,
which is equal to or below the cost of similar cammercial programs.

VIII. Mzmacement Fellowshin Program

Research in the fleld of menagement develcoment sucgests that individual
meorlity within the corporate world depends most criticellv en crporomitces to
perfcm nen-routine, hichly visikble assiguments, as well as the adertion by
mentors at all levels in the crgmanizat:cn but particularly those clesast to the
tor. The Manacement Fellcwship Program is dasicmed to provede soch
crrermrntiss within the Unaversivy,

Marzczent Fellowshogs are escaklished urder the mencorship of a ssucr
maracament ofZicizl, typically at the level of Vice Chancellcr or abcove.
Fellowships usually run from six menths to a year cn a full-time basis. A
Fellowship plan, including identification of assignments and respensibilities,
is worked out jointly between the Fellcw and the mentar. The mentor and the
Fellow meet regularly to assess progress, and both are expected to conplete a
sumary evaluaticn at the conclusicn of the Fellowship period. While selection
as a Fellcw does not lead autcmatically to a prancticn at the conclusion of the
Program, it is expected that the experience will enhance the Fellow's
crpcrtunity to ke a strong candidate for manager:al pesiticns that become
availakle in the future.
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Management Fellowships are the most expensive of the types of programs con-
sidered in this evaluation, since they involve salary reimbursement for those
who usually are already in a senior staff professional or academic position.
In same cases funds have been provided to support academic acceleration where
the lack of appropriate credentials poses an immediate barrier to career
mobility. In 1985-86, the average cost per participant of the Management
Fellowship Program was $20,601, all of which took the form of salary replace-
ment.

Based on evaluations of the Program, the Office of the President has estab-
lished the following pricrities in reviewing campus Fellowship proposals for
possible funding. Preference is currently given to proposals in which:

1) a management vacancy can be projected in the near future for which the
Fellow could be a serious candidate,

2) the Fellowship plan provides for direct involvement in broader management
functions, rather than special projects or analytical assigrnments, and

3) financial support is contributed by the campus to supplement Employee
Affirmative Action Development funds fram the Office of the President.

All Management Fellowships awarded since the inception of the Program have gone
to women and/or minarity employees, including a representative distribution
across the major racial and ethnic groups.

As of 1988, 119 Fellows have campleted the Program. Of the total of 119,
nearly three quarters (87 individuals) have been women, and roughly half (59
individuals) have been mincrities, including 29 Blacks, 24 Hispanics, 5 Asians,
and 1 Zmerican Indian. Ninsty of these former fellows are still with the
University. Follow-up tracking of these employees shows that 55 of them — 61
t — have moved into higher-level positions since campleting their
fellowships, and about half of that movement has been into mid- and seniox-
level management positions.
These results are cansistent with, and have contributed to, the brovader overall
change that has occurred among the University’s executives, administrators, and
managers since 1977: the percentage of minorities has increased f£ram 10.1

percent to 14.2 percent, and the percentage of women fram 28.6 percent to 46.6
percent of this Federal Occupational Category.

IX. Conclusion
Based on the three criteria established at the outset, this review of the
University’s Employee Affinmmative Action Develcopment Programs for staff and
management has shown the following:

a. Tarceting of intended aroups. All of the specific types of programs

reviewed show a very high rate of participation an the part of women and
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reviewed show a very high rate of participation on the part of wemen and
minority employees. The programs are serving their intended target groups.

b. Procoram costs. Costs vary considerably across different types of programs,
ranging from $58 per participant for Career Development Workshops to
aporoximately $20,601 for Management Fellowships. The majority of programs,
however, fall at the low end of the spectum. For more expensive programs,
the primary cost factor involved is salary replacement for program
participants, especially when the program is offered cn a fulltime basis
over an extsnded period of time. Nevertheless, per capita expendithres in
all cases appear reasonable when differences in the duration, level, and
extent of participant involvement in specific programs are tsken into
account.

€. Proaram effectiveness. Althouch no definitive scientific assessment is pos-
sible, the data suggest that same types of programs may be more effective
than others in promoting JOblIDbllJ.tY Technical skills training programs
appear to be particularly effective in this regard, although their use-
fuiness is primarily limited to paraprofessional classifications requiring
basic technical skills. At other levels of the workforce, intermship and
fellowship-type programs appear most effective and best suited to the needs
of employees. Int‘ru.srespecl: ﬂlemreexpensa.veprog:r.amsgena:auytmd
to be more effect:.ve, since they permit both a more intensive and extensive

develomment experience.

However, the "effectiveness" of programs cannot be assessed solely on the
basis of job mcbility or promotion rates. Other types of programs, even
though they may have no direct, measurable impact on job mobility, are
equally important if judged on the basis of employee respcnse and demand.
Examples include Career Develcpment Workshops and the Management Skills
Assessment Centexr Program, which provide the employee with a starting point
from which to consider job and career options. Even apart from career
mobility, such programs are of immediate benefit in contributing to employee
morale, satisfaction, and productivity in their current jobs, and are
cansistently among the most popular and oversubscribed staff programs.

These conclusions lead to a final point which has not yet been considered in
this review: the level of program offerings in relation to programmatic need.
Cver 41,000 of the University’s career staff workforce--78 percant--are wamen
and/or minor:ty employess. Existing staff and management programs are
addressed particularly to this porulaticn and have develcoped the specific
camponents necsssary for a ccherent and effective overall progrem. But the
fact remains that, in relaticn to the sheer size of the populaticn to be
served, existing programmatic efforts have cnly 7 scratched the surfaczs arnd are
far short of meeting demcnstrable emplcyes needs and demand. Significant
additicnal rescurces are requirsd to extsmd opportumties for emlcyea
develcgment to a breader spectzum of the University’s staff wordorca.
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EBC-6 Category

Executive/
Administrative/
Managerial

Professional
Non-Faculty

Secretarial/
Clerical

Technical/
Paraprofessional

Skilled
Craft

Servace
Maintenance

Percent and Proporticnal Change of
Minorities and Women within ERO-6 Categories
for Career Management and Staff Perscmmel

1975

Percent

TRAELE 1

1987

Percent

Minorities Women Mincrities

10.1

18.8

28.4

34.6

18.9

58.8

Source: Biennial EEO-6 Reports.
are shown in Table A-1 in Appendix. Table A-2 in Appendix provides
more specific data on the distribution of employees by sex within
each minority group.

23.8

61.8

86.8

49.7

2.6

36.1

14.2

24.2

36.8

40.0

28.3

66.1

Wamen Minorities

46.6

69.3

83.6

51.3

5.6

33.4

ional
1975-1987

Women
+ 4.1 +22.8
+ 5.4 + 7.5
+ 8.4 - 3.2
+ 5.4 + 1.7
+ 9.4 + 3.0
+ 7.3 - 2.7

Breakdowns for individual minority groups



TAHL.E A-1

Distribution of Career Management and Staff Perscnnel
by Race and Ethnicity within EEO-6 Categories
Universitywide a
1975, 1977, 1979, 1981, 1983, 1985, 1987

Grand Total American
Total White Minorities Black Hispanic Asian Indian
Executive/Administrative/
Managerial
1975 Nurber 1661 1493 168 92 35 30 11
Percent 100.0 89.9 10.1 B.5 2.1 1.8 o7
1977 Number 1562 1405 157 89 36 30 2
Percent 100.0 89.9 10.1 5.7 2.3 2.0 .1
1979 Number 1707 1503 204 101 47 45 11
Percent 100.0 g88.1 11.8 5.9 2.7 2.6 .6
1981 Nunber 1793 1558 235 103 62 61 9
Percent 100.0 86.9 13.1 5.7 3.5 .4 .5
1983 Number 1888 1624 264 123 69 63 9
Percent 100.0 86.0 14.0 6.5 3.6 3.4 .5
1985 Nurber 2054 1758 296 140 77 67 12
Percent 100.0 85.6 14.4 6.8 3.7 3.3 .B
1987 Number 2615 2244 371 157 103 a9 12
Percent 100.0 85.8 14.2 6.0 3.9 3.8 .5
Professional Non-Faculty
1975 Number 10,371 8428 1943 488 318 1070 67
Percent 100.0 g81.3 18.8 4.7 3.1 10.3 .7
1977 Number 12,082 9748 2334 539 406 1339 50
Percent 100.0 80.7 19.3 4.5 3.4 11.1 .4
1979 Number 13,016 10,341 2675 601 455 1565 54
Percent 100.0 79.5 20.5 4.6 3.5 12.0 W4
19381 Mumber 13,814 10,839 2975 659 536 1733 47
Percent 100.0 78.5 21.5 4.8 3.9 12.5 .3
1983 Nurber 14,845 11,520 3325 736 635 1902 52
Percent 100.0 77.6 22.4 4.9 4.3 12.8 .4
1985 Nunber 16,171 12,406 3765 835 726 2144 60
Percent 100.0 76.7 23.3 5.2 4.5 13.2 4
1987 Number 18,294 13,871 4423 936 867 2546 74

Parcent 100.0 75.8 24.2 5.1 4.7 13.9 !



Grand
Total
Secretarial /Clerical
1975 Number 15,285
Percent 100.0
1977 Mumber 16,402
Percent 100.0
1979 Number 16,735
Parcent 100.0
1981 Numbexr 17,425
Percent 100.0
1983 MNurber 16,989
Percent 100.0
1985 Number 16,930
Percent 100.0
1987 Mumber 19,231
Percent 100.0
Technical/Paraprofessional
1975 Number 4726
Percent 100.0
1977 Number 5351
Percent 100.0
1979 Number 5461
Percent 100.0
1981 Number: 5489
Percent 100.0
1983 Number 5586
Percent. 100.0
1985 Number 5498
Percent 100.0
1987 Number 5884
Percent 100.0

Page 2 of 3
Total
White Minorities
10,940 4345
71.6 28.4
11,570 4832
70 5 29.5
11,590 5145
69 3 30.7
11,769 5656
67.5 32.4
11,203 5786
65 9 4.1
10,972 5958
64.8 35.2
12,159 7072
63 2 36.8
3091 1635
65.4 34.6
3509 1842
65.6 34.4
3460 2001
63.4 36.6
3412 2077
62.2 37.8
3417 2169
61.2 38.8
3330 2168
60.6 39.4
3528 2356
60.0 40.0

Table A-1

Black

1933
12.6
2033
12.4
2102
12.5
2305
13.2
2335
13.7
2341
13.8
2623
13.6

906
19.2
943
17.6
950
17.4
931
17.0
939
16.8
885
16.1
894
15.2

Hispanic

1208

1478
9.0
1655

1793
10.3
1878
11.1
1922
11.4
2292
11.9

381
8.1
475

530
9.7
545
9.9
554

585
10.6
608
10.4

Asian

1017
6.7
1194
7.3
1260
7.5
1412
8.1
1431
8.4
1545
9.1
2003
10.4

288
6.1
388
7.3
489

567
10.3
636
11.4
664
12.1
811
13.8

American
Indian

187
1.2
127
128
146
142
150

.9
154

60
1.3
36
32
34
40
7
34

42
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PART FOUR

Report of the California
Community Colleges



CHANCELLOR'S OFFICE GEORGE DEUKMENAN, Governor

CALIFORNIA COMMUNITY COLLEGES ar

f .
1107 MINTH STREET H '.“‘11}&'.‘:
SACRAMENTO, CALUFORNIA 95814 a3/
(914) 4458752

may 20, 1988

Mr. Kenneth B. 0'Biren
Associate Director, CPEC
1020 12th Street, 3rd Floor
Sacramento, CA 95814

Dear Ken:

Enclosed is narrative from a report titled "Ethnic Minorities and Women in
Faculty and Administrative Positions i1n California Community Colleges” that
should assist you in readying the AB 605 report.

Previously, we made available to you the most recent racial and ethnic data
available for California's Public Community Colleges in the form of:

1) The 1988 Chancellor's 0ffice report on affirmative action staffing in
publiic community colleges {mainly Fall 1986 data), and

2) Computer printouts presenting Fall 1987 racial and ethnic
distributions, by community college district, for six employment
catagories.

I hope this material meets your needs. If you have any questions, please let
me Know.

Sincerely,

D Resbare by Cof?

Gus Guichard
Senior Vice Chancellor

rem
cc: Penny Edgert



Affirmative Action at the
California Community Colleges
A Report to the
California Postsecondary Education Commission

(extracted from a larger report titled
Ethnic Minorities and Women tn Faculty and
Administrative Posttions tn Community Colleges
that 1s scheduled for Board of Governors
discussion June 2-3)

Submitted by:

Chancellor’s Offfice
California Community Colleges

May 1988



Introduction

A special report titled Ethnic Minorities and Women in Faculty and Administrative
Positions in Community Colleges examines earlier affirmative action efforts and
considers new ways of assisting the colleges 1n their efforts to increase the
representation of minorities and women within the Community College workforce.
The information herein was extracted from that report which 1s scheduled for Board
of Governors discussion June 2-3

Background and Analysis

the representation of ethnic minorities in full-time faculty positions was 14 9
percent in Fall 1986 and 15 5 percent in Fall 1987;

The representation of women 1n full-time faculty positions was 36.7 percent in
Fall of 1986 and 37 1 percentn Fall 1987,

the representation of ethnic minerities in certificated administrative positions
was 24.3 percentin Fall 1986,

the representation of women 1n cerfificated administrative positions was 28 3
percent in Fall 1986,

no community college 1n California has achieved a balance between the
number of minorities on 1ts faculty and the distriet’s general adult population:

most community colleges have made only slight progress in hiring women and
minorities 1n the eleven years that Title 5 regulations have required
affirmative action,

the average representation of ethnic minorities in full-time faculty positions
was 15 percent;

the average representation of women in full-time faculty positions was 35
percent,

the average representation of ethnic minorities in full-time administrative
posttions was 22 percent,

the average representation of women 1n full-time administrative positions was
28 percent,

systemwide, opportunities for replacing faculty members and administrators
with ethnie minorities and women fell short of expectations; and
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] generally, colleges with the fewest employees experience the most difficulties
in achieving success in hiring minorities and women

Following the presentation of current hiring practices, the report:

. offers possible reasons why affirmative action efforts-are falling short 1n most
colleges and recommends that both state and local personnel practices be
reviewed,

. discusses the rapidly increasing ethnic and cultural diversity of California’s
population in terms of a window of opportunity to replace approximately one-
half of our faculty during the next decade;

. identifies policies and practices that might lead to expanded representation of
minorities and women 1n faculty and administrative positions, and

. highlights the recommendations of an ad hoc committee, and includes staff
responses that convey the sense that most of the recommendations are
workable but hinge upon additional resources and, more importantly, a
renewed and shared commitment among trustees, administrators, faculty, and
communities

Concerns About the Representation of Ethnic Minorities and Women

Within two decades, the majority of California’s population will be non-White.,
Immigrants from Latin America and Asia will swell the ranks of existing minority
communities of Blacks and Hispanics to form a unique cultural and ethnic
pluralism Community colleges may be the institutional link for many members of
these groups who wish to acquire the skills -- language, vocational, and academic --
for meaningful participation 1n our society. However, although equal educational
opportunity efforts of the past have increased the number of minority students
enrolling in postsecondary education, the number who graduate from college,
including community coliege, or complete their education program, has not
substantially increased For example, Hispanics continue to be more
underrepresented at all levels and 1n all segments of postsecondary education than
any other group. Meanwhile, Blacks have attained equal representation in the
community colleges, but they continue to be underrepresented among students who
graduate from those colleges or transfer to four-year institutions,

The high attrition of Mexican-Americans and Black youth at all points along the
high school-college continuum 1s cause for concern, given the population trends and
changing demographics in the state The underrepresentation of these minorities in
colleges and universities increases at each succeeding level, and it is unreasonable to
expect to achieve proportional representation in postsecondary education without
more and varied efforts.
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Affirmative action employment programs were developed to overcome the lingering
effects of racial and other types of discrimination 1n America, such as very low
representation of racial or ethnic minorities in well-paying jobs. Although equal
employment opportunity programs had existed for years prior to the passage of the
Civil Rights Act of 1964, those programs had not brought about significant changes
in the level of representation of ethnic and racial minorities 1n the nation’s public or
private work forces. Affirmative action was conceived as a way to be more effective
in solving these problems

The California Community Colleges are subject to the state mandate requiring
employment affirmative action programs in Education Code Sections 87100 through
87106 Such programs were deemed to be necessary by the Legislature when 1t
declared that:

(a) Generally speaking, California community colleges employ a
disproportionately low number of racial and ethnic minority classified and
certificated employees and a disproportionately low number of women and members
of racial and ethnic minorities in administrative positions

(b) It 1s educationally sound for the minority student attending a racially-
impacted school to have available the positive image provided by minority classified
and certificated employees 1t 1s likewise educationally sound for the child from the
majority group to have positive experiences with minority people which can be
provided, in part, by having minority classified and certificated employees at schools
where the enrollment is largely made up of majority group students. It is also
educationally important for students to observe that women as well as men can
assume responsible and diverse roles in society,

It is the intent of the Legislature to require educational agencies to adopt and
implement plans for increasing the numbers of women and minority persons at all
levels of responsibility

In March 1986, the Commission for the Review of the Master Plan for Higher
Education issued its report in final draft form on 1ts reassessment of the California
community colleges In Chapter Four, “Faculty and Administrators,” the
Commission made thirteen recommendations, including a very significant one
concerning recruitment and affirmative action. The Commission recommended

. That the Board of Governors prepare a plan for strengthening community
college faculty and staff affirmative action policies and programs and
monitor and publish the results by college.

L] The plan should 1nclude clear lines of district accountability for its
success and ensure participation 1n and commitment to effective
affirmative action by district trustees, administrators, and faculty alike
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] This plan to be adopted by the Board of Governors shall address the need
to strengthen community college faculty and staff affirmative action
policies and programs as well as provide for mechanisms to monitor the
results by college The results shall be made public in accordance with
existing statutes and regulations.

Statewide Leadership in Affirmative Action

1

Role of the Board of Governors

In 1977, the Board of Governors adopted regulations requiring all seventy
community college districts to adopt and implement programs to 1ncrease the
number of women, ethnic minority persons, and the handicapped at all levels of
responsibility. This directive was accompanied by guidelines that consolidated
and clarified existing federal and state regulations, The guidelines included
the essential elements of an affirmative action plan and techniques for its
implementation. Emphasis was placed on the need for local governing boards
and chief administrative officers to establish clear policies of equal
employment opportunity, supported by effective affirmative action programs.

In September 1978, the Education Code was amended to add state mandates for
district employment affirmative action programs (See Appendix A.)

Two years later, in spite of the Education Code and Administrative Code, Title
5 requirements, fewer than half of the districts had adopted and implemented
such programs. This was revealed in the First Report to the Legislature on the
Affirmative Action Program in the California Community Colleges, 1ssued in
January 1981.

In early 1981, the Board of Governors directed staff to prepare new
Administrative Code, Title 5 regulations mandating specific district
requirements that could be enforced more effectively Concurrently, work was
begun on the development of other regulations that would provide a
mechanism for enforcement of all regulations designated as minimum
standards In December 1981, the Board adopted regulations on affirmative
action that had been developed following an extended period of public
discussion Section 53005 of the regulations specified the following minimum
standards for receipt of state a1d-

. adoption of an affirmative action policy,
. preparation of a plan,

° submission of progress reports, and
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L] affirmative action recruitment

As of November 1983, the Chancellor’s Office has had the legal authority to
impose sanctions on districts not in compliance with minimum standards. The
enforcement procedure requires the Chancellor to first give the noncomplying
district the opportunity to comply or respond, or to set a timetable for
compliance. If a district 15 1n violation of a minimum standard and does not
submit a satisfactory plan of correction, the Chancellor may ask the Board of
Governors for authority to withhold a portion of the district’s state support

However, although the mechanism for enforcement 1s now in place, staff
continues to emphasize that the Chancellor’s Office would prefer voluntary
compliance.

Role of the Chancellor's Office

The role of the Chancellor’s Office 1s to carry out the intent of the Legislature to
“establish and maintain a policy of equal opportunity in employment for all
persons and to prohibit discrimination based on race, sex, color, religion, age.
handicap, ancestry, or national origin” 1n the public community college system
Also, 1t 15 to promote equal employment opportumity through a continuing
affirmative action employment program and “to require educational agencies
to adopt and 1mplement plans for increasing the numbers of women and ethnic
minority persons at all levels of responsibility.”

As the coordinating agency for seventy community college districts, the
Chancellor’s Office 1s to provide leadership, policy interpretation, technical
assistance, and measurements of comphance with state and federal mandates.
Within the Chancellor’s Office, the Planning and Special Projects Division
provides technical assistance to districts through regional meetings, state
conferences, correspondence and individual meetings upon request.

Over the years, the Chancellor’s Office has provided some state leadership to
community colleges 1n several areas

(a) development and interpretation of affirmative action regulations;

(b) adoption of an enforcement mechanism for district compliance with
minimum standards;

(c) development of regulations on the investigation of discrimination
complaints against districts,

(d) publication of a model affirmative action plan; and,
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(e) development of availability data and formulas for goal-setting by
districts.

Having said this, staff must acknowledge that its leadership to date has been
inconsistent and sporadie,

More recently, however, the Chancellor’s Office has sought to regularize the
development and approval of district affirmative action goals and time tables,
and has completed plans for on-site audits of 21 community colleges during the
spring of 1988. The Chancellor has also established an affirmative action
advisory commuttee, which is charged with a variety of policy-recommending
functions. The Chancellor’s Office also provides assistance to community
college districts by means of an aflirmative action job-listing newsletter that
advertises current openings in the various districts.

Two other aspects uf the Chancellor’s responsibility -- Discrimination
Complaints, and Availabihty Formulas and Benchmarks -- deserve special
mention:

Discrimunation Complaints

The Chancellor’s Office administers the provisions of Assembly Bill 803
enacting Government Code Sections 11135-11139 5 for the California
Community Colleges Assembly Bill 803 prohibits unlawful discrimination in
programs receiving state assistance (see Appendix D). The statute begins:

Section 11135 No person 1n the State of California shall, on the
basis of ethnic group identification, religion, age, sex, color or
physical or mental disability, be unlawfully subjected to
discrimination under any program or activity that is funded directly
by the state or recelves any financial assistance from the state.

The statute charges state agencies, such as the Chancellor’s Office, that
administer state-funded programs with enforcement of its provisions and
requires them to adopt regulations to that end, The Board of Governors
adopted regulations implementing this statute at its December 1980 meeting

These regulations establish a two-level process Complaints of unlawful
discrimination are received first by the community college district and then by
the Chancellor, If it is determined that the district did discriminate, the
Chancellor 1s to take appropriate remedial action. State funds may be withheld
only when compliance cannot be secured by voluntary means. The district may
seek judicial review of the Chancellor’s decision.
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New Availability Formulas and Benchmarks

From the beginning, the most difficult compliance regulation to meet has been
in the area of employment goals and timetables. Due to the absence of
appropriate statistics, goals and timetables were previously set by comparing
the actual district workforce to the 1970 statewide civilian labor force,
determining the degree of underrepresentation of women and ethnic minorities
among district employees, and then setting employment goals over a three-
year period. (The civilian labor force 1s defined as those 16 years of age or over
and eligible to work )

To clanfy the availabihity data issue, the Chancellor’s Office convened the
State Task Force on Availability Data 1n 1982, This group developed a new
formula for determining the availabihity of qualified women and ethnic
minorities For professional categories (administrative, faculty, and
professional nonfaculty), the formula requires a special analysis and a
statewide recruitment base

For nonprofessional categories (secretanial/clerical, technical/paraprofessional,
skilled crafts, and service/maintenance), the Task Force recommends a three-
factor analysis and a local recruitment base (County or SMSA* figures are to
be used.) By comparing the actual workforce of any community college district
with the established availability benchmarks, underrepresentation can he
computed for any of the EEQ-6 job categories. **

Future Demand for Faculty in the California Community Colleges

Within ten to twelve years, California will have an ethnically and culturally diverse
population with correspondingly diverse educational needs retraining for workers
in a continually changing economy, language education to meet the needs of the
thousands of immigrants from Asia and Central America instead of from Northern
Europe, as 1n historical periods, improving basic communication skills for citizens
who have left high school, or managed to graduate 1n some cases, without basic
reading and writing skills, and providing older citizens with the continuing
education and skills with which they may enrich their lives. It 1s the community
colleges that are in the most accessible locations and that are flexible enough to
educate all of these many groups with their diverse educational needs One obvious
and important way to better serve this cultural diversity among California’s citizens
is through role models in the front of the classrooms.

*Standard Melropohtan Statistical Area
**Final Report o the Task Foree on Avadlability Data, Chaneellor’s Office, October 1983
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Over the next decade, commun:ty colleges will experience a window of opportuntty to
replace approximately one half of the faculty due to: anticipated retirements,
ordinary separations, and increased student demand. Stringent measures are
necessary to ensure that the colleges meet affirmative action goals during this period
of unprecedented opportunity Of the full-time faculty, about 40 percent are now age
50 or older; while 26 percent are age 55 or older. Therefore, approximately 5,000 or
about one-third of the full-time faculty will retire during the next decade, assumng
that faculty retire at an average age of 62. Additionally, about one-fifth of the
currently employed part-time faculty can be expected to retire over the next decade
This will mean that, 1n addition, 5,000 part-time faculty members will need to he

replaced (Study of Part-Time Instruction, California Community Colleges, January
1987).

According to studies of the state Department of Finance in 1986, community college
enrollments are expected to grow during the coming decade by 182,000 students, or
16 percent. This growth and the nonretirement separations that occur annually,
mean that more than 18,000 new faculty will be needed by 1995 1If this projection
holds true, more than half of the current full-time faculty will need to he replaced
during the next decade

There have been modest gains 1n the proportion of minority faculty teaching full
time. While the number of full-time faculty decreased between 1981 and 1985, the
number of minorities teaching full-time increased by more than 8 percent

The trend for part-time faculty has been different, in that the distribution of part-
time Caucasian and minority faculty has remained virtually unchanged. It appears
that districts did not give the same emphasis to the affirmative action requirements
in selecting part-time faculty as they did in selecting full-time faculty, albert this
was quite imited Table 2 depicts the estimated changes in faculty over the next
decade

Table 2

Estimated New Community College Faculty Needed
During Next Decade

Full time [*art time Total

Retirements 5,200 4,900 10,100

Other Separations 2,200 ? 2,200

Positions Creuated by 2400 3,600 6,000
Enrollment Growth

Total 9,800 8,500 18,300

SOURCE  Study of Part-I'ime Instruction, January 1987, Chaneellor’s OfTice,
California Community Colleges, Sacramento, California
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There is currently no information avatlable on the teaching disciplines which will be
in “high demand” in the future.

Policies and Practices For Increased Representation

Following the February 1987 release by the Chancellor’s Office of the report
Affirmative Action in California Communuty Colleges, an Ad Hoc Affirmative Action
Advisory Committee was appointed It was charged to consider the report’s
implications and to present a series of recommendations to improve
“underrepresentation” of protected groups; i.e., ethnic minorities and women 1n the
community college workfur ce

Each of the Ad Hoc Commutiee’s ten recommendations are presented here, together
with comments by the staff of the Chancellor’s Office

Organizational Responsibility and Responsiveness
1. Administrative Authority and Accountability

“The Chancellor and each community college district, utilizing a
definitive staffing formulal(s) -- e g., FTE ratio, ADA, etc - shall
create and activate an Affirmative Action Officer position(s) and an
Affirmative Action Office, staffed by an experienced Affirmative
Action professional(s)

Staff Comment

Each community college distriet should seriously consider
establishing a full-time affirmative action officer position which will
report to the chief executive officer for all matters pertaining to
affirmative action, equal employment opportunity, gender equily. and
related employment cioil rights responsibilities

This position should be one which does not include any visible
conflict of interest in tts design, 1 e , one which does not inelude any
responsibilities best umplemented by a separate personnel manager
The affirmative action officer would provide the leadership and «taff
work necessary lo structure, tmplement and monitor the distriet s
affirmative action policies and related processes and procedures
This office would prepare and present the district's annual
reaffirmation to the mission and goals of affirmative action. recruit
for underrepresented protected groups, monitor the hiring
opportunities and results, and determine the appropriate employment
goals for each protected group, ethnic minorities or women, who are
underrepresented in the district
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Section 53042 of Title 5 California Adrmuinistrative Code, states in
part, “the community college district shall designate an affirmative
action officer to administer the affirmative action program This
officer shall report to the chief district administrator or designee who
reports to the chief distriet admintstrator ” Another Title 5
regulation, Section 53010, requires the Chancellor to *  cooperate
with and render assistance to community colleges in carrying out the
prouvisions of this subchapter ”

2. Technical Assistance and Liaison

The Chancellor 1n coordination with the 70 community college
districts, shall establish, articulate, and distribute minimum
standards designed to assist district compliance relative to
Affirmative Action

Staff Comment

There 1s little question that extsting statules are either
misunderstood overlooked, or disregarded by some colleges In
others, good faith efforts to embrace existing statutes are producing
limited posttive resulis

Improvement 1n hiring rales maost ltkely would occur if the
Chancellor's Office staff and communuty college administrators and
faculty working together established affirmative action as a high
priority During the past several months, the Chancellor’s Office has
begun regularizing its receipt and review of district goals vs
timetables, it 13 organizing to dv campus wisits, and has activaled
policy recommending advisory commuttees All of these efforts should
result in better articulation and understanding--but much more
needs to be done that can be achieved only with additional resources

3. Compliance/Accountability Assessment

District progress and commitment to Affirmative Action shall be
assessed based upon positive results and “good faith efforts”
achieved in relation to the established, minimum standards for
Affirmative Action and the district’s approved Affirmative Action
Program.

Staff Comment

The systemwide office needs to review the effectiveness of district
efforts in huring and promoting protected group members, to measure
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the progress of districts in meeting the locally adopted affirmative
action goals and timetables for the employment of ethnic minorities
and women over the preceding three years, and to review the
effectiveness of each district’s diserimination complaint procedures
Because of the size of the communuty college system 1n California, it
would be aduisable to review 20 percent of the colleges each year so
that the entire system consisting of 106 colleges 1s reviewed every five
vears The effectiveness of a college's efforts and results can best be
measured by vistting each college and reviewing college personnel
records. tnterviewing college staff and students, analyzing hiring and
promaotional opportunities and outcomes, and by proposing specific
recommendations fatlored to the needs and deficiencies of the
indintdual colleges

College visitations could be conducted through the use of compliance
revtew teams consisting of two or three persons whose professtonal
expertise would be in the area of employment affirmative action
programs in communily colleges and other postsecondary
institutions  One college compliance review was conducted during
fiscal year 1986-87 at the College of the Desert which served as a test
run for the feasibility of reviewing twenty percent of the colleges each
year

The Chancellor s siaff 1s now visiting some twenty additional
colleges A contract has been established with the Los Rios District
for this purpose and a special contractor has been engaged

Staff believes these efforts will result tn greater commitment to
affirmative action and better understanding of exitsting regulations
and minimum standards

Resources Allocation

Affirmative Action programs, as required by state mandates and as
an integral part of personnel management, shall be funded on a
state-mandated, district match basis as a defined percentage of
budgeted persunnel costs

Staft Comment

Typieally, such requests for state funding for affirmatwe action
program support has nof been favorably recewved However, if some
accommodations are not made tn budget allocations, then the
promuses of providing a "bias-free” work environment and providing
munorities and women with fair and equitable treatment in the
pursuil of employment will continue to be difficult to achieve Now

i
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affirmative action funding 1s needed to tmprove recruitment, to fund
staff tn-service to promote understanding for the program and to
help develop greater commitment at all professional levels

Although some hold the position that no amount of funding wilf
improve affirmative action hirings and intergroup relations until
andior unless there ts unwersal acceptance and high prioritization of
the tmportance of achieving equity in the community college work
place nevertheless a step in the right direction would be to provde
adequate funding for the affirmative actron program

District Accountability -- Internal Programs

1.

Operational Training  Affirmative Action Concepts and Practices

A program of in-service training for trustees, administrators,
faculty, and staff shall be instituted by the Chancellor and each
community college district. This program shall stress the
establishment and implementation of federal and state
(Chancellor's Office) Affirmative Action standards and related goals
and timetables

Staff and Program Awareness Training

Community college districts shall provide awareness training
programs to increase the awareness of the Board, faculty, staff,
administration, and “on-campus” community concerning the
cultural, societal, and perceptual diversity of affected populations,

Staff Comment on #1 and #2

Within Limited resources available fo the Chancellor's Office, tn-
service tratning on existing Title 5 affirmative action mintmum
standards, including the concept of equal employment opportunily,
should be available for local trustees administrators, faculty and
staff Such in ~ervice tratning will be supplemented by local efforts
Focus should be maintained on quality affirmative action programs
and the benefits of an effective program

Amaong the expected outcomes would be the increased commitment by
local policymakers and a more sensitized staff at the local level where
affirmative action programs must be sucecessful in producing positie
results in the representation of protected group members
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“Upward Mobility” and Staff Retention

The Chancellor, 1n coordination with district administrators, shall
institute and monitor district programs which foster “upward
mobility” and internship opportunities for existing staff.

Staff Comment

The Chancellor’s Office currently has several programs for funding
staff development and staff retention efforts

In the vocational education area. over one million dollars has
been directed annually from federal funds into program
umprovement activities such as staff development Faculty
members are eligible to attend the siaff development activities 1f
they serve (a) imited English populations, (b) disadvantaged,
(¢) single parents, or, (d) disabled persons Of the one mullion
dollars, approximately four hundred thousand dollars are
earmarked for gender equity staff development activities

In the academic affairs area. staff development activities are
funded through the Fund for Instructional Improvement The
Fund s a state-level source of support of curricular and
pedagogical expertmentation and professional development for
community college facully Because of tts modest size in
comparison to the number of colleges in the system, the Board
has historically emphasized the award of small grants to spread
the Fund to benefit as many colleges. disciplines, and
individuals as possible, For the 1987-88 fiscal year.
approxtmately $636,000 s available for grants and $184,000
for loans

In the Employer-Based Training unit, one of the major projects
providing for staff development 1s the Vocational Instructor and
Career Counselor In-Service Training Program which focuses
on providing upgraded training to enable colleges to have
“state-of-the art’ personnel providing instruction and career
guidance In 1984, the Legislature approved AB 3938 which
provided two million dollars for in-service tratning to increase
and update the competencies of vocational education instructors
and counselors for the fiscal years 1984-85 and 1985-86 An
additional mulion was provided for fiscal 1986-87 and the
1987-88 budget provides $1 05 mullion for the fourth year of
operation  During the first three years of operation, in-service
tratning has been provided to 499 instructors and 96
counselors

13
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The Chancellor ~ staff should consider how best to utilize these
funding sources to assist ethnic munority faculty members in hep
upwardly mobile Qualified ethnic minority faculty members are in
such demand that institutions of higher education must compele for
them with zeal It 1» important that once these persons arrive in
campus that doors be open to them to make it attractive for them to
stay

District Accountability -- External Support Services

1

Affirmative Action Marketing Strategies

The Chancellor and the community college districts shall prepare an
annual report i1dentifying Affirmative Action progress and the
enhancement of opportunities for affected groups.

Staff Comment

This agenda ttem constitutes an effort to return to a vearly report
identifying affirmative actron progress and advancement 0f
opportunities  The results of current reviews of district goals and
temetables and the results of the site revieu « seheduled for this Spring
can be included in the next annual report

Ideally, these reports should be forwarded to those local community
agencies, organizations, andior indiniduals who support affirmative
action and equal opportunity activities tn encourage thetr support and
assistance tn meeting stated district goals Staff agrees that
afftirmative action advisory commuttee(s) be formed by the districts,
tneluding within thewr membership representatives from community
organtzalions that foster affirmative action principles, and have
resources which could assist the Chancellor and the districts 1n
achreving their affirmative action goals

Luttle has been done tn the Chancellor ~ Office in the way of
affirmative actiin marketing strategres However, tn the future staff
might coordinate such efforts with the colleges assuming primarv
responstbility

Administrative, Faculty, and Staff Recruitment Efforts

The Chancellor, 1n coordination with the University of California,
the Californiu State University, and the community college
districts, shall participate 1n the development and distribution of an
Affected Class Registry
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Staff Comment

The Chancellir ~ Office can provide leadership in the area of special
recruitment efforts for underrepresented protected group members
throwgh the vreation of an Affirmative Actian Rig.s*rv uirfeoing the
concept of an electronie bulletin board - on a pil- + hasts initially
Using job applicant information from varicis s urces an
information network could be established to nit v and tdentifv
qualifted applicants regarding job vacancies .n the communtty
colleges for which these applicants would probabiy yuaifv Colleges
would have the opportunity to publicize curreut employment
opportunities in the registry by submuiting joh . 1 revation to the
Chancellor’s Office un a continuous basis for weekly updating
College information would be sent to the registry office in the
Chancellor’'s Office where it would be coded and ntered tnto the
memury banks of a personal computer by a registry coordinator The
colleges would transmit the information through the telephone line
connection at verv nominal cost by dialing a reorctry telephone
number tn Sacramento which could posstbly be 18 v

A vear ago the Chancellor’'s Office submitie i a hudget change
proposal to offset the costs of starting a registry  Vitho igh the nutial
effort was not successful, staff plans to solieut farding, 1n subsequeni
budget years

District Affirmative Action Services

Community college districts shall publish and disseminate their
Affirmative Action Program and annual report, defining established
principles and describing existing practices.

Staff Comment

Staff agrees uith this recommendation that such o practice won i
factlitate “replication” of successful techniques 11 recruite: .
employing. and retatning protected groups This agenda item witn
tts specific comparisons of the menorttv hiring rate of rarious collvges
Is perhaps one means of deseribing extsting practices However. more
information of a posttive nature should be tneluded in future repisrts
at the state and local level
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Summary and Conclusions

As previously discussed, the next decade will present the rommunity colleges with a
window of opportunity for meeting most, 1f not all, of its affirmative action goals at
the facully and administrative staff levels This oppottvnity 1s based upon the
anticipated retirement of many full-time faculty -membe~~ 10 .miercase in stodent
enrollments and other normal attrition factors, To maximize this opportun ty
community college districts need (. monitor progress each and every time a facu t+
or admimstrative vacancy 15 filed  The Chancellor« Offive needs to prov
assistance as well as check district progress, on an annua! masts to thuse distrr,
that have made some progiess. and on a semester or quarteriy hasis to those Yot
have had hiring opportunities during the preceding tw . - = three yvears and } e
failed to meet affirmative action goals for ethnic minorities -+ woimen 1 his eff
will require a greater commitment of resources at the state leve'

As recommended by the Ad Hoc Affirmative Action Adv sory Committes,
aggressive, result-oriented affirmative action policies and programs are essentia ‘o
the continued vitality and viability of our community colleges. Successfu:
affirmative action programs will occur when executive leadersk:: ie gOVermn T
boards and administrators  demonstrate a firm belief and  mmitment to -+, .

Affirmative Action Program in each and every district This b '+ 1nd comm. tm..
has begun to emerge at the Chancellor’s Office level For exam, ic ‘e separ.ate
special activities have occurred or are about to take place !'}e-c are '
September 1986 conference, Affirmative Action at the € rossr wais  * M 1 s
Change, sponsured by the Board of Governors together wit the Sun o «

Community College District, (2) the February 1987 compilation ind r. 1Vsts g
whole new array of data that provide much greater depth and detai! thaw cver be
available, presented to the Board of Governors after a thre m:nth study Y -
consultant, (3) ten recommendations emerging from 5 spcecial task *~;.e
commissioned by the former chancellor for the purpose of considering <«
implications of the affirmative action report; (4) the recent furma’. n of 1 kre. . P
based affirmative action (ommittee to be charged with helprng the Chane: 'or',
Office to formulate and implement needed changes, and ‘%) plans curre et 3
underway to make site visits to 21 colleges during the spring 1 1s% tr deterrme ¢ oot
hand the extent of compliance with existing statutes, a.d ‘o assist colleges o
making needed improvements In addition to Chancellor - (MTice activities, loe ¢
campuses have also initiated projects designed to enhauce the employmert «
minorities and women in faculty and administrative pos © ns

The question then arises "With all that has been done. whv haven't the commur v
colleges made greater progress toward affirmative action employment?”

There may be any numbe! of possible answers, Here are just a few, alluded to 1
more detail in the body of this report Some may sound like excuses for mactina
others have merit:
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Existing statutes and regulations may have shortcomings that render plans
meffective, or that have allowed districts to take the wrong approach Perhaps
effective action is not clearly directed enough, and while the plans look gnnd,
they resuit in little or no action

Districts and colleges may not have grasped fully or applied the intent and
meaning of existing regulations,

District plans may not have been executed effectively i1n actual practice.

Cogent data and other truly meaningful information may not have been
gathered or made availuble o reveal the lack of progress

Affirmative action may not have been considered among the highest
institutional priorities, and/or may not have been accepted by executive
echelons as a specific responsibility.

Guidelines 1ssued by the Chancellor’s Office may not have been as clear and
comprehensive as they could have been.

Regulations may not have been as effectively enforced by the Chancellor’s
Office as they could have been

Communities, both minority and nonminority, may not have been as
cooperative as they could have been in working with districts

All available resources may not have been utilized 1n recruiting and promoting
personnel

Differences of opinion between some district staff and state staff as to what
constitutes adequate representation of ethnic minorities and women may exist
Availability data are sumetimes seen as ceilings, rather than as floors, for the
employment of these protected groups

The absence of experienced, full-time affirmative action officers and/or the
consolidation of the responstbilities of this job with other duties may not permit
proper attention to affirmative action

There may be an absence at the local level of (n-service training opportunitles
in affirmative action and for upward mobility programs

In summary, perhaps an uverall lack of will, lack of personnel, lack of fiscal and
other resources, lack of understanding of the necessity for and of effective practices
in affirmative action, and just plain resistance to the concept and consequences of
affirmative action on the part of key individuals may have existed to hamo:r
implementation of the statutes and regulations
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A set of guiding principles evolved from the special ad hoc committee
recommendations Staff concurs with these prineiples and concludes this report by
restating them here;

An assessment of the status of affirmative action within California’s 106 community
colleges indicates that the need for active. resu't oriented, definitive programs,
policies, and practices still exists Although stalf utilization for affected classes in
technical, skilled and service employee classes suggests a measure of improvement,
the data clearly indicate those employment categories designated as executive,
faculty, and other professional areas are deficient The “professional aging
processes” within the ranks of community college administrators, faculty and staff
currently affords these 1nstitutions an excellent opportunity to respond positively to
these defieits If the challenge of equity and equality within the ranks of community
colleges 1s to be met, the following efforts must be mounted.

] An open acceptance of and commitment to affirmative action must be
demonstrated by the Board of Governors, the Chancellor’s Office and the
community college districts Technical assistance and support must be
provided to foster district awareness and implementation of affirmative action
standards established through mutual courdinution and cooperation.

. Afftrmative action programs and services must be funded sufficiently and
categorically to assure and facilitate the abihty of distriets to respond to th:s
need The Legislature must provide those funds required to implement fully
any recommendations approved by the Board of Governors, thereby assuring n
measure of compliance and accountability

. Community college districts must invite and incorporate the support and
assistance of responsive community organizations in their efforts to fulfili the
letter and sprrit of affirmative action. Such support will be proportional to the
willingness of local districts to share openly and honestly with their
communities the responsibility for affirmative action programs and
thoughtfully planned progress
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CALIORNIA COMMUNITY COLLEGES
1987 FALL TERM
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CALIFORNIA POSTSECONDARY EDUCATION COMMISSION

THE California Postsecondary Education Commus-
sion is a citizen board established in 1974 by the
Legislature and Governor o coordinate the efforts
of California’s colleges and universities and to pro-
vide independent, non-partisan policy analysis and
recommendations to the Governor and Legislature

Members of the Commission

The Commission consists of 15 members Nine rep-
resent the general public, with three each appointed
for six-year terms by the Governor, the Senate
Rules Committee, and the Speaker of the Assembly
The other s1x represent the major segments of post-
secondary education 1n California

As of January 1991, the Commissioners represent-
ing the general public are

Mim Andelson, Los Angeles,

C Thomas Dean, Long Beach,

Henry Der, San Francisco, Vice Chatr,

Rosalind K Goddard, Los Angeles,

HelenZ Hansen, Long Beach,

Lowell J Paige, El Macero, Charr,

Dale F. Shimasaki, Sacramento

Stephen P Teale, M.D , Modesto

Representatives of the segments are-

Meredith J Khachigian, San Clemente, appointed
by the Regents of the Untversity of California,

Theodore J Saenger, San Francisco, appointed by
the Trustees of the California State University,

John F Parkhurst, Folsom, appointed by the Board
of Governors of the California Community Colleges,

Harry Wugalter, Thousand Qaks, appointed by the
Council for Private Postsecondary and Vocational
Education,

Joseph D Carrabinoe, Orange, appointed by the
Califorma State Board of Education, and

James B Jamieson, San Lws Obispo, appointed by
the Governor from nominees proposed by Califor-
nia’s independent colleges and universities

Functions of the Commission

The Commission 18 charged by the Legislature and
Governor to "assure the effective utilization of pub-
lic postsecondary education resources, thereby elimi-
nating waste and unnecessary duplication, and to
promote diversity, innovation, and responsiveness
to student and societal needs ”

To this end, the Commission conducts independent
reviews of matters affecting the 2,600 institutions of
postsecondary education in California, including
community colleges, four-year colleges, universi-
ties, and professional and occupational schools

As an advisory planning and coordinating body, the
Commuission does not admimister or govern any n-
gtitutions, nor does it approve, authorize, or accredit
any of them Instead, it cooperates with other State
agencies and non-governmental groups that per-
form these functions, while operating as an indepen-
dent board with its own staff and its own specific du-
ties of evaluation, coordination, and planning,

Operation of the Commission

The Commission holds regular meetings throughout
the year at which it debates and takes action on
staff studies and takes positions on proposed legisla-
tion affecting education beyond the high school in
Califorma By law, 1ts meetings are open to the
public Requests to speak at a meeting may be made
by writing the Commussion 1n advance or by submut-
ting a request before the start of the meeting

The Commission’s day-to-day work 13 carried out by
its staff in Sacramento, under the guidance of 1ts ex-
ecutive director, Kenneth B O’'Brien, who 1s ap-
pointed by the Commussion

The Commission publishes and distributes without
charge some 30 to 40 reports each year on major 1s-
sues confronting Califormia postsecondary educa-
tion Recent reports are listed on the back cover

Further information about the Commisgsion, 1ts
meetings, its staff, and 1ts publications may be ob-
tained from the Commission offices at 1020 Twelfth
Street, Third Floor, Sacramento, CA 98514-3985,
telephone (916) 445-7933



Diversification of the Staff in California Public
Postsecondary Education from 1977 to 1987

California Postsecondary Education Commission Report 88-29

JNE of a series of reports published by the Commus-
sion as part of its planning and coordinating respon-
sibilities. Additinnal copies may be obtained without
tharge from the Publications Office, Califorma Post-
;econdary Education Commission, Third Floor, 1020
I'welfth Street, Sacramento, Califorma 96814-3985

Recent reports of the Commussion include

88-15 Update of Commurnuty College Transfer Stu-
ient Statistics Fall 1987 University of Californua,
The Califormia State Criversity, and Califorrua’s In-
lependent Colleges and Universities (March 1988)

88-16 Legqslative Update, March 1988 A Staff Re-
oort to the Califorma Postsecondary Education Com-
mussion (March 1988)

88-17 State Policy for Faculty Development in Cali-
‘ormua Public Higher Education. A Report to the Gov-
arnor and Legslature :n Response to Supplemental
Language wn the 1986 Budget Act (May 1988)

38-18 to 20 Exploring Faculty Development in
California Higher Education. Prepared for the Cali-
fornia Postsecondary Education Commission by Ber-
man, Weiler Associates:

88-18 Volume One: Executive Summary and
Conclusions, by Paul Berman and Daniel Weler,
December 1987 (March 1988)

88-19 Volume Two Findings, by Paul Berman,
Jo-Ann Intili and Damel Weiler, December 1587
{(Mareh 1983)

88-20 Volume Three. Appendix, by Paul Ber-
man, Jo-Ann Intili, and Daniel Weiler, January
1988 (March 1988)

88-21 Staff Development in Califormia’s Public
Schools Recommendations of the Policy Develop-
ment Commuttee for the Califorrua Staff Develop-
ment Policy Study, March 18, 1988 (March 1988)

88-22 and 23 Staff Development 1n Califorma.
Public and Personal Investments, Program Patterns,
and Policy Choices, by Judith Warren Little,
William H Gerritz, David § Stern, James W
Guthre, Michael W Kirst, and David D Marsh. A
loint Publication of Far West Laboratory for Educa-
twonal Research and Development « Policy Analysis
for Califorrua Education (PACE), December 1987

88-22 Executive Summary (March 1988)
88-23 Report (March 1988)

88-24 Status Report on Human Corps Activities
The First in a Series of Five Annual Reports to the
Legislature in Response to Assembiy Bill 1320
(Chapter 1245, Statutes of 1987) (May 1988)

88-25 Proposed Construction of the Petaluma Cen-
ter of Santa Rosa Junior College A Report to the
Governor and Legisiature n Response to a Request
for Capital Funds for Permanent Off-Campus Center
in Southern Sonoma County (May 1988)

88-26 California College-Going Rates, 1987 Update
The Eleventh 1n a Series of Reports on New Frash-
man Enrollments at Calrfornia’s Coileges and Uni-
versities by Recent Graauates of California High
Schools (June 1933)

88-27 Proposed Construction of Off-Campus Commu-
mity College Centers in Western Riverside County A
Report to the Governor and Leqislature in Response
to a Request of the Riverside and Mt. San Jacinto
Community College Districts for Capital Funds to
Build Permanent Off-Campus Centers in Norco and
Moreno Valley and South of Sun City (June 1988)

88-28 Annual Report on Program Review Activities,
1986-87 The Twelfth \n a Series of Reports to the
Legislature and the Governor on Program Review by
Comnussion Staffand Califernia’s Public Colleges and
Uruversities (June 1988)

88-29 Diversification of the Faculty and Staff in
Califorma Public Postsecondary Education from 1977
to 1987 The Fifth in the Commussion's Series of Bi-
ennial Reports on Equal Employment Opportunity 1n
Califorma’s Public Colleges and Universities (Sep-
tember 1988)

88-30 Supplemental Report on Academic Salaries,
1987-88 A Report to the Governor and Legislature in
Response to Senate Concurrent Resolution No 351
(1965) and Subsequent Postsecondary Salary Legis-
lation (September 1988)

88-31 The Role of the California Postsecondacy Ed-
ucation Commussion :n Achieving Educational Equi-
ty in California The Report of the Commission’s Spe-
cial Commuitte= on Educational Equity, Cruz Re:no-
so, Chatr (September 1988}

88-32 A Comprehensive Student [nformation Sys-
tem, by John G Harrison A Report Prepared for the
California Postsecondary Education Commission by
the Wyndgate Group, Ltd (Seotember 1988;
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